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C. Robertson, Site Leader, Piccadilly Care Centre - email dated April 3, 2017 - Blackburn
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2017 - Rail Safety Wekk April 24 to 30, 2017
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A. Mund, Mayor, City of Vernon - email dated March 30, 2017 - Petition to Remove GST
Being Charged on Carbon Tax

Auditor General for Local Government ~ Audit Report dated March 2017 - Managing
the Inherent Risk of Limited Human Resources within Small Local Governments,
District of Tofino



CITY OF SALMON ARM

BUILDING DEPARTMENT REPORT

MARCH 2017
LAST YEAR (2016) CURRENT YEAR (2817)
CURRENT MONTH YEAR-TO-DATE CURRENT MONTH YEAR-TO-DATE

NO, VALUE NO. VALUE NO., VALUE NOQ. VALUE
1 New Single Family Dwellings 4 1,140,000 7 2.180 000 16 3,673270 21 5,198,270
2 |Misc. Additions efc. to SFD's 8 188,800 25 684,600 4 252,500 20 795,060
3 New Modulars/MH's (Factory Built) 1 132,000 3 467,000 - - 2 250,000
4  [Misc. Additions ete. fo Modulars/MH's 1 1,500 50,000 1 16,000 16,000
5 |MFD's (# Units) - - - - - - . .
6  |Misc. Additions etc. to MFD's - - - - - - - -
7  |New Commercial - - - - - - 1 400,000
8 Misc. Additions etc. to Commercial 1 5,250 4 80,250 - -~ 5] 375,400
9 INew Industrial 1 80,000 1 80,000 1 135,000 1 135,000
10 |[Misc. Additions efc. to Industrial - ~ - - - - - -
11 New [nstitutional 1 1,000,000 1,200,000 - - - -
12 |Misc. Additions etc. to Institulional 1 140,000 2 141,000 - - 2 18,000
13 |Signs 3 1,795 13 49,775 1 1,000 11 30,785
14 1Swimming Pocls, Poo! Buildings - - 1 45,000 - - - -
15  {Demolitions 1 - 3 - 2 - 3 -
16 (Temporary Trailers, A & B Pemiis 1 - 1 - - - - -
17 |Misc. Special Inspections, etc. 3 - 9 - 4 - 11 -

TOTAL PERMITS ISSUED 23 2,689,345 62 4,987,625 23 4,377,770 62 7,219,495

MFD's - Apartment, Row, Duplex, Strata {# of dwelling units created)

Farm buiiding vatues not included




BUILDING PERMITS - YEARLY

JAN FEB MAR APR MAY JUNE JULY AUG SEPT OCT NOV DEC

2001| 585500 | 11,938,550 | 12,265,250 | 12,842,790 | 13,534,790 | 14,712,550 | 16,330,650 | 17,717,625 | 19,031,075 | 19,895,255 | 21,318,855 | 21,458,195
2002| 585,500 1,052,500 | 3,340,850 | 3,821,240 | 5,455,840 6,411,690 8,844 600 | 10,932,510 | 15,780,880 | 16,705,600 17,738,200} 17,923,700
2003| 130,110 920,780 2,674,020 | 4,486,120 | 5093320 | 13,294,120 | 15,555,250 | 17,937,005 [ 20,318,920 | 22,000,340 24,005,740 24,782,360
2004 430,700 1,508,500 | 5903780 | 8,379,104 | 10,122,768 | 12,088,319 | 14,779,343 | 21,598,763 | 30,371,023 | 33,614,173 | 34,957,458| 35,881,343
2005| 1,072,000 2.269,650] 4,344750| 6,806,152| 12,110,482| 28,031,457 20,985585| 34,743,545 37,600,445| 42915856 45525611 47,578.746
2006 815550] 3224488 8012.448] 11,501,029| 16,084,809 20,086,533] 23,714,184| 26,370,800 25,479,806] 37,278,358 42,332,995| 43,077,170
2007] 1,531,087] 3,901,668 16,148674] 22413118} 27,232,134| 32,401472| 35,657,297 42,820,750 51,945799| 55,703,387| 65,885,802| 66,280,555
2008| 1,797.604| 4,203,420 12947058] 27,647,379 33,857.533] 38,582,025 39,759,375| 42,395,454 45412474| 506599,301| 53,383,541 53,522,880
2009 409,369 864,839 2,039,480f 5,207,311 8,753,615 7,800,085 9,677,455 11,579,748 18.882,737| 20,713,554| 23,523,664 24337664
2010| 41,518,563| 2,708,062} 5931,546] 10,081,816 12,260,236 13,526,546 165,507,121| 18,790,511 19,848,804| 21,174,632 22953602 27.249.702
2011 553,645 2,003,076 5,063,837] 7,449,773| 9,471,416 11,761,B50{ 12,794,028| 14,222970| 18,194,801 19,882,061 30,563,013 31,834,415
2012| 2189860 3128562 4,794,040! 6,337,260| 10,000,544| 12,120,246] 17,883,185 24375078| 26,118,787| 26493,820| 28,130,500 28655430
2013 881,740 1,440,110] 13,907,060 15,814,195 17,433,454| 20,184,778] 23204628 24,180485| 26,567.302| 29,195224| 30.890,088] 31,231,349
2014 665,304 2,806,404 8,075941| 20,789,860 27,574,834{ 28,877,686 33,456,523 41,971,023| 42,784,769 44.804,191| 46,460,471] 47,707,993
2015) 1,172,285 1,853,539| 3,894,754| 6,750,389  8,575425] 18,388,180| 20.475407] 26442225] 29,143,303 31,248,505 35417465 37,368,595
20161 1.288,865] 2,208,280 4,087,625| 8,904,810| 12,253660| 16279464 19265124 23,811,028 20823,014| 36,084,940 40,154,958] 41,418,650
2017| 11832801 2,841,725 7,219,495

X:\Customer Service\StephWIN\EXCEL Wonthend - building\building permits_yearly




City of Salmon Arm
500 - 2 Avenue NE
Maziling Address: Box 40

Salmon Arm, BC V1E 4N2
Tel: 250.803.4000 Fax: 250.803.4041
www.salmonarm,ca

March 24, 2017 ‘ File: 5460.10

Okanagan College

Salmon Arm Campus

2552 Trans Canada Hwy. N.E.
Salmon Arm, BC V1E 254

Attention: Patty Bruce, Program Administrator
Dear Madam:

RE: TRAFFIC CONTROL. PROGRAM — March 29 and 30, 2017

Reference is made to your email dated March 22, 2017.

| am pleased to advise that authorization is granted to close the southbound tane of 20/21
Street NE (between Okanagan Avenue and 6 Avenue NE only) to set up a "work zone” for
the instruction/training of students in Traffic Safety Confrol for the following dates:
Thursday, March 30, 2017 . This closure is subject to the provision of adequate
supervision and Comprehensive General Liability Insurance with a limit of not less than
$2,000,000.00 inclusive per occurrence for bodily injury (including death, personal injury
and property damage) with the City of Salmon Arm named as an "Additional Insured”.

Yours truly,

e ;.'iﬁzﬁ_";,_ﬂ____ﬂ__,,
RobBert Niswenhuizen, A.Sc.T.
Director of Engineering and Public Works

ce. RCMP/Ambulance Officials/Fire Department
Rob Hein, Manager of Roads & Parks
Cam Gerow, Operations Clerk
Marcel Bedard, Bylaw Enforcement Officer
Council Information Correspondence

X:\Operations Depf\Engincering Services\ROAD CLOSURES\2017 - Road Closures\Okanagan College (Mar 28,2M\Approval
Letter - Traffic Control Program Mar 29-30.docx




CONTINUING STUDIES
o 2552 10'" Ave NE (TCH)

: Salmon Arm, BC VI1E 284
collcge Tel: 250-804-3888
Fax: 250-804-8850

TO: Rob Niewenhuizen — Director Engineering & Public Works
cC: Jennifer Cook

Fax #: 250-803-4041

Date: March 22, 2017

Re: Traffic Control Program

I would like to advise you that Okanagan College, Salmon Arm campus, will be conducting a
Tratfic Control program on March 29 & 30, 2017 (a contract course for the City of Salmon Arm
Public Works).

The practical portion of the program will be held on 20" St. N.E. between Highway #1 and
Okanagan Ave. on Thursday March 30.

Could you please send us your authorization to close the southbound lane of 20%/21% St, NE
(between Okanagan Ave and 6™ Ave NE only) to set up a “work zone” as in prior years.

If you have any questions, please don’t hesitate to contact me.
Thank you for vour assistance with this.

Patty Bruce
Program Coordinator



City of Salmon Arm
500 - 2 Avenue NE
Mailing Address: Box 40

Salmon Arm, BC VI1E 4N2
Tel: 250.803.4000 Fax: 250,803.4041
www.salmonarim.ca

March 29, 2017 File: 5460.11

Canadian Mental Health Association

PO Box 3275

Salmon Arm, BC VIE 461

Attention: Sanne vanVlerken, Activity Coordinator — Rehabilitation Services
Dear Madam:

RE:  CMHA RIDE DON'T HIDE — SUNDAY, June 25, 2017

Reference is made to your email of March 29, 2017,

I am pleased to advise permission has been granted to host the CMHA Ride Don't Hide event on Sunday,
Jdune 25, 2017 commencing at 8:00 am. at the Field of Dreams The following roads within the jurisdiction
of the City of Salmon Arm may be used for the event: 30" Street SE, Auto Road SE (through the
industrial park), and Highway 97B SE. Permission is granted subject to the provision of adequate
supervision and Comprehensive General Liability Insurance coverage with a limit of not less than
$2,000,000.00 inclusive per occurrence for badily injury (including death), personal injury and property
damage. Please forward a copy of your insurance prior to event,

Please contact Donna Flatman (250-832-4044) at the SASCU Recreatlon Centre to ensure that Little
Mountain Fieldhouse Is available.

You may obtain barricades, signs and vests from the Public Works Department. Please contact Rob Hein,
Manager of Roads and Parks at 250-803-4087 to make necessary arrangements.
Best Wishes for a successful event.,

Yours truly,

o
//‘7
,../:/

Rob Niewenhuizen, A.Sc¢.T.
Director of Engineering and Public Works

cci Rob Hein, Manager of Roads and Parks
Ponna Flatman, SASCU Recreation Centre
RCMP / Ambulance Officials / Fire Department
Peter Cocker, Ministry of Transportation and Infrastructure
Counci! Information Cotrespondence

X:\Operalions DepfEngineering Services\ROAD CLOSURES2017 - Road Closures\GMHA Ride Bon't Hide (Jun 25)Approval - CMHA Ride Don't Hide.dos




Canadian Mental
Health Association
Shuswap-Revelstoke
Mental health for all

ridedonthide

Cyclists 54k route ".‘mf:p st

oFrom Field of Dreams, head south on k .

30 Street SE/Auto Road through the
industrial park.

oTurn right onto Highway 97B.
Turn right onto Deep Creek Road
oAt Hullcar Rd turn around and go
back up Deep Creek Road

*Right onto Schoolhouse Road

eLeft onto Mallory Road

*Right onto Gardom Lake Road
eLeft onto Highway 97B

*Right onto Mayfair Road

*Turn left to continue on Mayfair Road
*Left onto Black Road, and

*Cross Highway 97B onto Auto Road/3(Q
Street SE and head back to the Field off
Dreams

<

4194 Hullcar
Rd
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Family 10k Route
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 From the Field of Dreams, head south !
on 30 Street SE/Auto Road through the | ;
industrial park !

1

«Turn around at the table outside the
Northern Plastics building.

978

sRide back along Auto Road/30 Street

SE until you reach the Field of Dreams. ’\
@,

Morthern
Plastics l.ldv_ e

BOR

Shuswap

Middle

Cyclists 32k route Sehool

oFrom Field of Dreams, head south on
30 Street SE/Auto Road through the in-
dustrial park.

oTurn right onto Highway 97B.

eTurn right onto Deep Creek Road
eLeft onto Schoolhouse Road

oLeft onto Mallory Road

*Right onto Gardom Lake Road

oLeft onto Highway 97B

«Right onto Mayfair Road

*Turn left to continue on Mayfair Road
* Left onto Black Road, and
*Cross Highway 97B onto Auto Road/30

Street SE and head back to the Field of
Dreams

Schoolhouse
Rd
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From: Bert Revel revelbert@gmail.com o "
Subject: Hwy#1 lights 3

Dats: March 27, 2017 at 12:47 PM
To: Nancy Cooper ncooper@salmonarim.ca

To Mayor, the City Council, and the Traffic and Safety Depariments

This is a response to the request for input regarding the traffic light situation along the Trans-Canada Highway through Salmon
Arm.

My suggestion would be to synchronize the lights at Alexander and Ross, they can change at the _sa}fmg ti?]e g‘vit out any
change in inconvenience to the driving public, it would be better i‘f 1500 truckers, and would make for & Be#ef S flow. There
would be no need to close Ross Street. Ross Strest has easy assess to the one-way City Hall parking lot; it gives easy and logical
access to the central parking fot and the downtown business core; it ends at the simple 4-way stop at Lakeshore/Front Street. ROSS
STREET IS FLAT.

Shifting the light from Ross to 4TH SINE is not making a significant change in the position of the lights. What do you get? A shift
of traffic to the hill part of town by the Scotia Bank and on Hudson $t.,and ending at the worst intersection in Salmon Arm by the Credit
Unien,and the confusing lob-sided railway crossing along Lakeshore. This area is already dangerous without funnelling more traffic to
it. 1 understand that the CPR required the changes in the first place for safety reasons- sad because it was safer before.

I'm wondering if the idea of shifting the focus from Ross Straet to 4Th St NE has something to do with the underpass planning?
Change the “underpass" idea at Ross to an "over-pass” idea near the Waterslides.

Sincerely, BERT REVEL

T2ea -323.

W 270
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Doug MacMillan
1060 - 17 Street SE
Salmen P, BC VIE 0AY
Pé/Fax 250-804-0962

email: acronut@telus.net

AR 302001
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March 28, 2017

Mayor & Council
City of Salmon Arm
500 - 2" Avenue NE
Salmon Arm, BC

Re. Class 5 & 6 Business Assessments
Dear Mayor Cooper & Members of City Council,

Just putting in writing the thoughts | offered verbally at the meeting of City Council on March
27", 2047

| represent the owner of a commercial property located in the Salmon Arm Industrial Park.
When we received the 2016 Assessment Notice we observed that what had previously always
been classified as ‘Business/Other’ was now broken down into ‘Business/Other’ & ‘Light
Industry’. The significance of this change only became evident when we received the actual tax
notice. The result was an increase in property taxes of some 29%. An inquiry at City Hall
revealed that BC Assessment had concluded that the property had been incorrectly assessed
since day one and that the entire area was being re-assessed in a similar fashion. An appeal was
not initiated.

The downside in this instance was that this tax increase, which was several thousand dollars,
came well after 2016 corporate budgets had been done and did represent a significant cash flow
change.

It is encouraging to learn that, due to input from property & business owners in the Industrial
Park, individuals and such groups as the Chamber of Commerce, that City Council is now
considering action to lessen the differentiation between mill rates for Class 5 & Class 6 taxes. In
discussions at the March 27" meeting it was revealed that there were 40+ Class 5 against some
600+ Class 6 assessments to be addressed. Spreading the difference between the Class 5
amongst all the Class 6s would increase all Class 6 taxes, but as Bill Laird commented at the
meeting, this would likely be an acceptable amount.

Re. the property | speak of, would the 2016 increase cause this business to leave Salmon Arm?
Not too likely but not impossible.

Would the current tax structure cause a business to locate in another jurisdiction other than
Salmon Arm? Yes, that may be possible.

Would a more level taxation for Class 5 & Class 6 businesses maybe draw new business to
Salmon Arm and increase retention? IMO yes.

As a Director with Salmon Arm Chamber of Commerce | look forward to a successful conclusion
to this initiative and | know the C of C will be supporting it in any way it can.

Yourggruly \
Z %p{/&—y b

D illan



From: Jack Biernacki and Wendy Collins [JackAndWendy@telus.net]

Sent: March 29, 2017 9:37 AM

To: Louise Wallace-Richmond

Cc: Nancy Cooper; Tim Lavery; Kevin Flynn; Chad Eliason; Ken Jamieson; Alan Harrison
Subject: Dilkusha

Hi Louise,

| voted for you because | thought you were a councilor | could talk to about important issues. Did you get
my email | sent this week? | am ready to stand in front of the bulldozers.

| have a Bachelor of Music degree from U.B.C. with a concentration in classical pianc and a major in
music history. 1teach all my students and my children about the value of history. My house is full of
antiques. My grandmother's house and my great grandmother's house, both built before the great war
are protected in the town of Forfar, Scotland. The town council would never dare touch those houses or
their sites.

Four things | would like to discuss:

1)  Most modern cities are bending over backwards to save their last remaining historical sites.
Although there are some jaded individuals who want to demolish old homes, these sites are so valuable
ta the community and future generations it is worth it to stand up to save them. Therefore, why does
council not want to save this house on its historic property when this is the modern thing to do?

2) Frank has stated on C.B.C. radio yesterday that the house is structurally sound. Council said it was
not. Who is right? The public needs to know the truth. If the council has been misinformed by city staff,
then the offending employees should be fired because they are either incompetent or corrupt or both.
Council's refusal to discuss matters with us at the council meetings makes council look guilty.

3} Frank came up with a win win design that would save the historic site and we could have our pool
and parking lot too. Why was this not discussed at the council meeting? Is it because council does not
want to face the truth? Why is the house being slated for demolition before council consults the public on
a design for the new pool and parking lot?

4) There are old trees in the garden. How will these trees be saved? | live near the clearcuts of
Hillcrest and am quite frankly sick of all the trees in our city that are being destroyed for development.

As you know, we lost all of our school trustees hecause they proved lazy and untrustworthy. It would be
a shame to loose our city councilors for the same reasons.

Please get back to me on these issues, as council has imposed a short deadline on the fate of Dlikusha.
Voters need a modern city, councilors with integrity, win win solutions and protection of heritage and tees.

Wendy Colling

jackandwendy@telus.net

250-832-8399



Dear Salmon Arm City Council,

Since our last council meeting the situation for the Blackbumn site has changed. As | was invited
to be part of the committee for the Bike Skills Park, it became soon apparent that the site the BMX track
requested was no longer needed for said Bike Skills Park. Councilor Chad Eliason and Robert
Niewenhuizen, Director of Engineering and Public Works, agreed that there would be no conflict with a
BMX track on said site.

The BMX track will offer more than just a bike track; we will be training our youth in Salmon Arm to
be athletes and become coaches in BMX; we will be providing youth with the opportunity to be involved
in an Olympic sport, scholarships and fitness development, starting as young as age 2. The benefits of
BMX and organized sports are well known and the ecoenomic benefits are detailed in our work with the
Salmon Arm Economic Development Society.

As before, we are asking Salmon Arm City Council {SACC} for the lease of the Southwest corner of
Blackburn Park, including utilities to be provided in-kind. We also updated our plan to meet concerns
brought forward by Salmon Arm City Council:

1. Temporary: We fully acknowledge that this focation is temporary. Mindful of SACC future
planning, we redesigned with a minimalist approach; no permanent structures, no lighting,
minimal use of asphalt.

The biggest design change is the use of a sea container, under dirt, which will double as a start
gate and serve the purpose of motoshed. This will eliminate the need for any concrete supports
to form the hill and will provide us with our storage. It will keep the lot free of any outbuilding
structures. We estimate vacating the site would take one week.

2. Fencing and Public Access: We understand that there is an issue with the assumption that
fencing will prohibit use frem the general public on the track. 300m of groomed track open to
any bike, a track with the capacity to handle over 60 riders at one time! It will be open to the
public, spring to fall, dusk to dawn, other than the following exceptions:

e The BMX club will have full use of the track 2 nights a week. 1 practice running from
Spm to 8om, and 1 race night a week from 5pm to 8pm.
Special events booked with the BMX club (workshops, birthday parties etc.}
Provincial races 1 weekend a year

o  When the track is wet —if the track gets wet we must close the gate to prevent riders
from creating ruts in the track. Ruts are a safety hazard for our racers and we want to
provide a safe racing facility, not only for our racers, but for the public that wants to use
the track as well

¢ Snow

The fencing around the track is no different than the fence that surrounds a tennis court. The
restrictions of use are similar to that of a soccer field when there are practices or games; all
other times public use is encouraged.

3. Drainage: We have had talks with contractor Blackburn Excavating Ltd. regarding what drainage
would be needed on the site. We were given an estimate of $16,000 to solve drainage issues; as
well as reassurances it could be done and they would be open to helping us with this project.




Maintenance. BMX Club would rely on a private contractor service, or, possibly, an arrangement
can be made with City of Salmon Arm crews. We are flexible to any arrangements to ensure
reliable groundskeeping and maintenance is done regularly professional standard.

Our Budget: Several concerns were made of our own budget and estimates. We researched
every cost estimate with industry professionals, again. We also downsized the scale of the
project from a national track criteria, we reduced the facility requirements and costs. (Provincial
races would still be able to be held on the track, still bringing in money to the city during these

weekends.) This is a general overview of our budget:

Drainage: $16,000

Start Gate: FREE from Vernon BMX Club

Start Gate Hydraulics/Controls: $3,000

Dirt capping for track (500 yards clay/sand mixture): 56,000
Sea Container: 52,500

Perimeter fence: $10,000

Track fence: $1,000

BMX Canada Fees (Construction, Engineering, Design): $2,500
Equipment rental and operators: $5,000

PA System: $500

Signage: $500

BMX TRACK CONSTRUCTION TOTAL COST ESTIMATE: $47,000

Please feel free to call and discuss any concerns you may have.

Sincerely,

Shelley Desautels

Vice President

Shuswap Cycling Society
250-306-0803

PS - | was just contacted by Mrs. Funfer from SASCU, encouraging our BMX Club to participate in the

SASCU Canada 150 Grant! It's for $50,000 and the expiry date to apply is April 15th.
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To North Okanagan-Shuswap School District
Community Members:

In keeping with an ongoing commitment to share information in
an open and transparent way, I am pleased to provide you with the
latest update on school district issues that require decisions by the
Board.

As Imentioned last month, we are in an important planning time,
both for the 2017-18 school year and for the longer-term strategic
direction. Staff and community members have been involved in a
comprehensive strategic planning process, facilitated by the Public
Consulting Group (PCG). The outcome of that work will inform
the district's resourcing priorities as we go forward and will ensure
that we are making budget and program decisions with student
success as our focus.

Budget and staffing allocation decisions will begin to firm up
once we receive the district’s preliminary operating budget from
the Ministry of Education by March 15. We also hope to get positive
news regarding our Rural Education Enhancement Fund (REEF)
grant applications made in support of sustaining quality eleten-
tary education at Silver Creek and in Sicamous.

Specific updates for your interest include:
School programs in Sicamous

In addressing school organization in Sicanious, there has been
consultation both in person and through an online survey. Senior
staff will provide me with a final recommendation on a preferred op-
tion (see February's Staying Connected Bulletin for option details)
and 1 will address that issue at the March 14 Public Board meeting
at Pleasant Valley Secondary School at 6 p.m. I appreciate the com-
nunity engagement on this topic, commencing with the fine work
of the K-12 Task Force and continuing through participation at the
Feb. 14 meeting and the subsequent online perspectives.

The decision that will be finalized on March 14 will allow for
planning and will also provide the community with much-requested
certainty about what the future holds. I heard from many people —
staff and community —with conments related to the various options
and who asked that the decision be finalized as soon as possible.
Ongoing uncertainty could not be sustained.

~ Continued ~



www.sd83.bc.ca

School Programs in Enderby

District staff have been planning for the 2017-18 school year over
the past several weeks, reviewing anticipated school populations by
grade and looking at the available space to offer programs to support
student learning. Another dimension has been added to that complex
work this year. As you have likely heard, the Province and the BC
Teachers’ Federation have reached an agreement (pending ratifica-
tion by teachers) to address the outcome of the Supreme Court ruling.
That agreement restores contract language which was in place prior to
2002, and it will have significant impact on class size and composition
going forward. This is positive news and means that we will have ad-
ditional resources to support all learners.

In Enderby, consideration of all of the factors (grade cohort sizes,
class composition, programs, and space requirements for non-enrolling
teachers to provide services to students) means that we are faced with
a significant space challenge at M. V. Beattic Elementary. In brief, the
school’s enrolment next year and into the longer-term future cannot be
acconntodated within the school building.

I have asked staff to give priority attention to developing options to
address this challenge. Below, I have included those options, and have
provided my initial thoughts regarding each one. Iam sharing those
in advance not to indicate that a decision lias been made, but rather to
activate the consultation that will occur over the coming weeks. The
decisions I must make later in the spring will be informed by commu-
nity feedback and dialogue.

Here are the options presented to date:

Option 1: Install 2 portable classrooms at M.V. Beattie Elementary
in time for the 2017-18 school year. These portables would be in place
for the foreseeable future, given the enrolment projections available to
us at this time.

Initial comment/perspective: Portables are an expensive and a less
than ideal remedy to address school population increases, unless an
increase is seen as a short-term “blip”. Portables are extremely ex-
pensive to purchase and install and they cost more to service (utilities,
cleaning and maintenance) than classrooms within the school build-
ing. Current estimates are $200,000 per portable for purchase, site
preparation and installation.

Option 2: Declare M.V. Beattie full and return all out of catchment
students to their home schools. This would reduce but not eliminate
the space problem at M.V. Beattie.

Initial comment/perspective: While we may need to limit or elimi-
nate out of catchment enrolment at M.V. Beattie going forward, I be-
lieve it would not be in the best interests of students or parents to
return youngsters from M.V. Beattie to their catchinent area school.

@ [n many districts when enrolments require a closure of cross-bound-
N ary transfers, that decision is made with a focus on future requests.

Students who are already in a school should have the opportunity to
remain there if at all possible. It is also a consideration to establish a
“sibling clause” allowing younger students to attend out of catchment



if they have an older brother or sister enrolled at the out of catchment school.

Option 3: Re-draw the catchment areafboundary maps this spring to increase the catchments for Grindrod Elementary
and Rancliero Elemnentary.

Initial comment/perspective: We have comnmitted to significant long-term work on the district’s catchment areas and
how our schools are organized to meet community needs now and into the future. It may not be appropriate to inake “one
off” boundary changes which could be further modified as part of an overall district plan.

Option 4: Adjust the grade ranges for M.V. Beattie and for A.L Fortune.

M. V. Beattie to a K-5 configuration with A.L. Fortune becoming a Grade 6-12 school;
M. V. Beattie to a K-6 configuration with A.L. Fortune becoming a Grade 7-12 school.
Initial comment/perspective:

Of all of the options that have been presented thus far, the two listed under Option 4 seem to do the most complete job
of addressing the school capacity issues. A.L. Fortune has substantial capacity for growth, well beyond any enrolment
projections over the next several years. M.V. Beattie cannot operate as a K-7 school next year or into the future without
approximately $400,000 being spent front our operating budget to establish two portable classrooms. 1 believe those
funds would be better used to provide additional teaching and/for Certified Education Assistant staff to support learning.

I am infornied by staff that either of the Option 4 choices would address the space challenge at M.V. Beattie and that
there are different potential programing implications related to each of these scenarios. A.L. Fortune has some unique
program features that are having very positive impacts for students, so any grade change would need to be completed
without disrupting that positive momentum.

I order to engage the conmunity and to solicit your perspectives on this intportant matter, please note the following
opportunities:

Monday, March 13 at 7 p.n. at M. V. Beattie school - I will meet with the PAC executives and adniinistrative teams
from Grindrod Elementary, M.V. Beattie Elementary and A.L. Fortune Secondary

Tuesday, March 14 at 6 p.m. — Public Board Meeting at Pleasant Valley Secondary School in Armstrong. There will
be no decision regarding Enderby grade configuration on this agenda, but I will be pleased to respond to any questions
following the meeting.

Tuesday, April 4 at 6 p.m. — Public Board Meeting at A.L. Fortune Secondary School in Enderby and a public consulta-
tion meeting regarding the school configuration options immediately following the Board meeting.

Online Survey feedback option: Survey will be available on the district website as of Wednesday, March 15 and will
remain open until Friday, May 5.

A decision on this matter will be made at the Public Board meeting on Monday, May 15 which is the same evening the
Preliminary Operating Budget will be approved.

We are addressing complex and multi-dimensional issues in our school district and it is essential to consider present
circumstances as well as those we will be dealing with over the next few years. Decisions must be made with students
at the centre of our focus and I look forward to working with you to develop directions that are aligned, sustainable and
coherent. Achieving that will help create a foundation for a strong and positive future in North Okanagan-Shuswap.

Respectfully,

Wibe WeRay

Mike McKay, Official Trustee
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For Immediate Release | March 28, 2017
New Police and Crisis Team for Kelowna

Interior Health (IH) and the Kelowna RCMP have partnered to create a Police and Crisis Team (PACT),
a mobile mental health and substance use (MHSU) crisis intervention team which provides an enhanced
community response to people experiencing a mental health and/or substance use crisis.

“For people who might be struggling with mental health and or substance use problems, their first
interaction with emergency services is very important,” said Premier Christy Clark. “Specially-trained
nurses and RCMP officers will be better able to assess someone's needs on the scene, and create better
outcomes for everyone involved.”

The PACT consists of a dedicated psychiatric nurse and a specially trained RCMP officer who patrols the
streets and responds to calls. The team will assess needs and connect the person in crisis with
appropriate services with a goal to reduce repeat MHSU visits to the local emergency department, as
well as reduce repeat MHSU calls to the police.

“There were more than 4,000 mental health and substance use admissions to Kelowna General
Hospital's emergency department last year,” said Norm Letnick, MLA Kelowna-Lake Country.
“Approximately 15 per cent of those visits were people who returned within 30 days. The new PACT
will reduce these visits and provide more personalized care to some of the most vulnerable members of
our community.”

“A mental health crisis can affect the entire community — our friends, neighbours and family members,”
said Kelowna-Mission MLA Steve Thomson. “The new PACT team includes a dedicated psychiatric nurse
and trained RCMP officer who will patrol the streets, respond to calls and help strengthen the care and
supports available for people with mental health and substance use challenges in Kelowna.”

"Police recognize the value of taking the time to talk with the person in distress, to ask the right
questions, and to listen," said Supt. Brent Mundle, Officer-In-Charge of the Kelowna RCMP. "Combined
with the expertise of a mental health nurse, it is anticipated this new PACT program will provide an
enhanced service to people in distress and, ultimately, offer them a high degree of patience, care and
compassion."

“Having this specialized team will help reduce these re-admissions and shift care into the community
setting,” said IH Board Chair John O'Fee. “This will ultimately help reduce pressures on the busiest
emergency department within Interior Health and more importantly, provide immediate necessary
supports and attach individuals to appropriate mental health, substance use and community resources.”

Crisis response is not the only task for the PACT team. The nurse and constable will also provide
proactive support to MHSU clients receiving treatment and support, helping them to continue to access
care and community-based resources before a crisis develops. The team will support discharge plans for
individuals with complex MHSU disorders to help prevent re-hospitalization.

“We're very proud to have this great partnership for Kelowna,” said City of Kelowna Mayor Colin

Basran, "“Mental health and substance use isn’t just a health concern, it requires the support of the entire
community.”

www.interiorhealth.ca WWW.rcmp-gre.ge.ca
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Page 2

PACT aims to provide an in-depth initial roadside triage and assessment and offer a broader range of
options for resolution than straight apprehension or hospitalization. This may include referral to a family
physician, services at the Community Health and Services Centre, or more urgent care provided in a
hospital.

The new PACT began training earlier this month. Their first official day was Monday, March 27. In their
first week on the job, they will be initiating processes to coordinate the health care of several individuals
that repeatedly access the emergency department via police intervention.

Interior Health is committed to promoting healthy lifestyles and providing a wide range of quality health-care
services to more than 740,000 people living across B.C.’s vast interior. For more information, visit

www.interiorhealth.ca, follow us on Twitter @Interior Health, or like us on Facebook at

www.facebook.com/InteriorHealth.

<30 -
Media, for information:
Patrick Gall, Communications Officer Cpl. Jesse O’Donaghey, Media Relations
Interior Health Kelowna RCMP, Government of Canada
250-864-5567 250-470-6361

www.interiorhealth.ca WWW.rcmp-gre.ge.ca



From: Charlotte Robertson [mailto:crobertson@parkplaceseniorsliving.com]
Sent: April-03-17 12:28 PM

To: Nancy Cooper

Cc: schultis@shaw.ca
Subject: Blackburn Park Development

Dear Mayor Nancy Cooper and Council,

I am writing on behalf of the residents, our staff, and myself in support of the proposal being presented
to you on your upcoming meeting on April 10™ by Anne Kirkpatrick and Ken Schultis in regards to the
southwest corner of Blackburn Park.

The proposal of having an landscaped area with shade trees, shrubs and flowers areas with benches

accessible to seniors using walkers, wheelchairs and scooters would truly enhance our seniors quality of
life.

It would able more seniors to venture out with families and friends or on their own. Our staff could
utilize the area for recreation outings for our residents that are unable to go on their own.

The other proposal for future ball diamond 3 would be a great place for the proposed exercise circuit
that could be utilized for all ages.

It would encourage inactive people to take the initiative to start an exercise program without the cost of
a gym membership and to get out and get some fresh air. Promotion of Wellness.

| can also envision staff of area businesses enjoying the access of the exercise apparatus on their lunch
breaks.

With more and more seniors living in the area it would be nice to see more parkland that would they
would benefit from and be user friendly.

Please seriously consider these proposals.
Sincerely,

Charlotte Robertson

Site Leader

Piccadilly Care Centre

821-10th Ave. SW

Salmon Arm, BC

V1E 1T2

250-804-1676 Ext#102
crobertson@parkplaceseniorsliving.com
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SENIORS LIVING Y
Enriching Lives of Seniors

This e-mail, along with any attachments herelo, is confidential and may contain privileged informatign related o the operations of Park Place Seniors Living.
Itis intended only for the original reciplents and no other person is authorized to receive it. Please do not copy or forward this e-mail to anyone outside of
Park Place Senlors Living without the express consent of the author, If you have received this e-mail in error please delete it immediately and contact
sender — you should not retain, copy, distribute or use this e-mail for any purpose, nor disclose any of its contents to any other person,




From: Mike LoVecchio [mailto:Mike LoVecchio@cpr.ca]

Sent: April-03-17 11:41 PM

To: Nancy Cooper

Subject: Letter from Canadian Pacific - Rail Safety Week - April 24 to 30 2017

Mike LoVecchio General Yard Olfsce T7/87729636
Director 1670 Lougheed Highway
Goernment Affas Port Coquatam 8C

Canada V3B 5C8 mibe_kovecchan@@ope.ca

April 3, 2017

Mayor Nancy Cooper
City of Salmon Arm

500 - 2nd Avenue NE

PO Box 40

Salmon Arm BC V1E 4N2

Via email: ncooper@salmonarm.ca

Dear Mayor Cooper:
RE: Rail Safety Week 2017

Canadian Pacific (CP) and the Canadian Pacific Police Service (CPPS) will be educating the public during
this year’s Rail Safety Week about safety in and around railway property.

From April 24 through April 30, CP and CPPS will conduct rail safety blitzes in communities across our
network — from Montreal to Vancouver — with participation from other police agencies and schools to
educate motorists, pedestrians and the general public about the role we each play in staying safe.

"When people use railway property or tracks as walking paths, they are risking their lives," said Laird
Pitz, CP’s Vice President and Chief Risk Officer. "Rail safety requires vigilance 24 hours a day, seven days
a week, 365 days a year. We are asking everyone to consider their own safety around railroad property.
The impact of an incident can have tragic consequences for all concerned, including family, friends and
community."

CP is proud to be the safest railway in North America, with the fewest reportable train accidents per
million train miles among all Class 1 railroads for 11 years straight.

While we are pleased that crossing incidents declined in Canada last year, a sharp rise in trespassing
incidents means we must continue to do more. Tragically, 46 pedestrians and 19 drivers lost their lives
in these preventable incidents. This is in comparison to 31 pedestrian and 14 driver lives in 2015.

CP believes that one incident is too many. That is why we are working tirelessly, along with our
community partners, to promote safety in and around railway property throughout Canada.

We ask that you support rail safety in your community by participating in Canada’s Rail Safety Week in
the following ways:




1. Declare April 24 — April 30 Rail Safety Week in council by adopting the enclosed draft resolution

2. Promote your declaration over social media by adopting the enclosed draft tweets
Ask your local police service to also declare Rail Safety Week over social media

4. Adopt the hashtag #LookListenLive year-round when speaking to the importance of being safe
around tracks and trains.

w

The safety and security of residents in the communities we operate in is — and will continue to be - our
number one priority. We hope you will join us in promoting rail safety in your community, during Rail
Safety Week 2017 and throughout the year,

Thank you in advance for considering this request. Should your council choose to endorse the enclosed
resolution, | would be grateful if you could provide me a copy. Should you have any questions, please

give me a call on 778 772- 9636.

Sincerely,

LWL

Mike LoVecchio
Director Government Affairs

cc. Laird Pitz, Vice President and Chief Risk Officer
Chief Ken Marchant, CP Police Service
DRAFT RESOLUTION IN SUPPORT OF PUBLIC - RAIL SAFETY WEEK
Whereas Public - Rail Safety Week is to be held across Canada from April 24 to April 30, 2017;

Whereas it is in the public’s interest to raise citizens' awareness on reducing avoidable accidents,
injuries and damage caused by collisions at level crossings or incidents involving trains and citizens;

Whereas Operation Lifesaver is a public/private partnership whose aim is to work with the rail industry,
governments, police services, the media and other agencies and the public to raise rail safety

awareness,;

Whereas Operation Lifesaver has requested City Council adopt this resolution in support of its ongoing
effort to save lives and prevent injuries in communities, including our municipality;

It is proposed by Councitlor

Seconded by Councillor

It is hereby RESOLVED that our community proclaims national Rail Safety Week, to be held from April 24
— April 30, 2017,



SOCIAL MEDIA - DRAFT SOCIAL MEDIA POSTS

Monday, April 24:

e Did you know this week marks Canada’s Rail Safety Week? Remember to Look and Listen to
Live! #LookListenLive

* This week we're joining @CanadianPacific and all Canadian railways in reminding people to
make smart decisions around tracks and trains

e {Suggested placeholder to retweet safety message from @CanadianPacific}

Tuesday, April 25:
e Scary stats: In 2016, 46 pedestrians and 19 drivers tragically lost their lives in preventable rail
incidents #LookListenLive
* Retweet if you take the pledge to be safe around tracks and trains this Rail Safety Week
#LookListenLive
* {Suggested placeholder to retweet rail safety message from local police agency}

Wednesday, April 26

* Always practice situational awareness around tracks and trains to keep yourself safe
#LookListenLive

e {Suggested placeholder to retweet safety message from Transport Canada @Transport_GC}

Thursday, April 27
e This Rail Safety Week, choose the safe route to school or work and stick to it. Don’t let a
shortcut cut your life short #LookListenLive
e {Suggested placeholder to retweet safety message from rail safety organization @OpLifesaver}

Friday, April 28
e |f you use railway property or tracks as walking paths, you risk your life. Always use designated
paths and crossings #LookListenLive
e {Suggested placeholder to retweet safety message from another railway that operates in your
community}

Saturday, April 29
e This Rail Safety Week, speak to your children about dangers at level crossings and railway
property #LookListenLive

Sunday, April 30
e Proud to be a partner in #RailSafety this Rail Safety Week. Always remember to #LookListenLive

e {Suggested placeholder to RT message from Rail Association of Canada @RailCan}

For more social media content, visit Operation Lifesaver’s website at www.oplifesaver.ca




Caylee Simmons

From: Selina Robinson [selina.robinson. mla@leg.be.ca]
Sent: Tuesday, March 21, 2017 2:36 PM

To: Caylee Simmons

Subject: Local government spring newsletter

Dear Mayors, Regional Directors and Councillors,

It has been a great pleasure to have been the opposition spokesperson for local government and sport
these last four years.

| have had the opportunity to meet with many of you at regional association conferences, at the UBCM
annual gathering, at the legislature and for some of you, in your home communities.

| have heard some concerns that are unique to individual communities and others that impact many
communities. | have heard you talk about the challenges to fund infrastructure projects, and issues related
to current taxing structures and revenue issues. | have heard you share some of your concerns related to
too much growth too quickly and too little growth over time.

| have come to appreciate just how similar and still how varied each community can be across our
province.

| appreciate your willingness to engage with me and my opposition colleagues - to inform us about your
community needs and challenges and to make sure we understood what was most important to you.

I have been disappointed to see the lack of respect Christy Clark’s government has for local governments.
When you don’t have respect, it's impossible to engage in a collaborative working relationship between
the provincial government and local governments, we all know is what British Columbians want and need.

Over the four years | have witnessed many examples of that lack of respect.

| withessed how Christy Clark’s government released the Ernst & Young Public Sector Compensation
Review in the weeks before local elections in 2014 with no real consultation with mayors, councillors and
directors from around the province. The timing of the release of this report suggests that the premier
really didn’t care about your political reality, she only cared about hers.

| watched as Minister Fassbender told mayors to “suck it up” instead of working with them to fund transit
in Metro Vancouver.

| had the opportunity to uncover what was really going on when the auditor general for local government
was first set up by Premier Christy Clark. Everyone was against this office except the premier, and even
when it was revealed the office was in shambles, the premier and Minister Coralee Oakes pretended
otherwise. Their attitude was so frustrating, as it was clear they weren’t interested in listening to concerns
you or | had about this office.

John Horgan and my New Democrat colleagues understand the valuable role that local governments play
in building strong, resilient and vibrant communities. We understand how important it is for local
governments and the province to work together on infrastructure projects, issues related to finance,
protective services, climate action and affordable housing. We know that you are looking for a
collaborative relationship guided by mutual respect and understanding.




We will be in the middle of our campaign while you are hosting your area association gatherings. | will
miss seeing you this spring. All the best in your travels and deliberations. | look forward to touching base
with you after the election, preferably in a very different role on the other side of the legislature.

All the best,

Selina Robinson
MLA for Coquitlam-Maillardville
New Democrat spokesperson for local government and sport

Follow John Horgan on Facebook | Twitter | Instagram
Subscribe to John's weekly e-newsletter

: |
If you would no longer like to receive emails from me, please click here



Caylee Simmons

From: Civiclnfo BC [info@civicinfo.bc.ca]

Sent: Wednesday, March 22, 2017 11:24 AM

To: Civicinfo BC

Subject: Message from Emergency Management BC
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This message is being sent by Civicinfo BC to all BC Local Governments and BC First Nations on behalf of Emergency
Management BC,

2L LRI E R RS EES L LSS

Subject: EMBC — Call for Proposals for the National Disaster
Mitigation Program (NDMP)

Intended

Recipient(s): Mayors/Chief Administrative Officers and Deputies/BC

First Nations/General inbox for each local government

Attachments: None. See message below.

If you have received this message in error, we ask for your assistance in distributing this message and attachment to
other department heads and/or staff as appropriate.
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MESSAGE:

Emergency Management BC (EMBC) is accepting flood mitigation related proposals for the Natienal Disaster
Mitigation Program (NDMP) until Aug. 1, 2017, at 4 p.m.

Proposals received by the deadline will be reviewed and assessed to ensure they meet the NDMP eligibility criteria.
EMBC will work with applicants to finalize eligible proposals prior to submission to Public Safety Canada (PSC) on Oct.
31, 2017.

Projects approved by PSC will most likely be announced during the Spring of 2018.
Eligible entities interested in submitting a project proposal should:
e Review the program components of the NDMP and the program guidelines to determine if the project is
eligible. Note: To apply for streams 2-4, eligibility for the previous stream(s) must be met. For example, for a

Stream 2 proposal to be considered, the proposal must clearly indicate that requirements for Stream 1 have
been met.

+ Read the NDMP program guidelines as they provide insight into the information/documentation
required for project proposals in each project stream.

o Complete the NDMP Project Proposal form (under “Resources” at the bottom of the page) and the
Risk Assessment Information Template if applicable (Streams 2, 3 and 4)

¢ Submit the proposal and supporting documentation to embcdisastermitigation@gov.bc.ca by Aug.
1, 2017, at 4 p.m.

If you previously submitted an Expression of Interest during the May 2016 call for proposals and are still
interested in pursuing funding, please see the steps above and submit a proposal using the federal template
and supporting documentation.



Questions may be directed to the EMBC Disaster Mitigation Program.
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" The information transmitted herein is confidential and may contain privileged information. It is intended solely for
the person or entity to which it is addressed. Any review, retransmission, dissemination, taking of any action in
reliance upon, or other use of this information by persons or entities other than the intended recipient is prohibited.
If you received this in error, please notify the sender and delete or destroy all digital and printed copies.

Civiclnfo BC makes no representations or warranties whatsoever, either expressed or implied, with respect to the

accuracy, reliability or suitability for any purpose, of the information contained or referenced in this message.
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March 31, 2017
Her Worship Reference: 261146
Mayor Nancy Cooper
City of Salmon Arm
PO Box 40

2 Avenue NE, Suite 500
Salmon Arm BC VIE 4N2

Dear Mayor Cooper:
Re: Thank You

I am writing to thank you for taking the time to meet with me at the 2016 Union of

British Columbia Municipalities (UBCM) convention in Victoria, and for your follow-up letter
of October 3, 2016. I am glad we had the opportunity to discuss your interest in a fuel system
upgrade, Phase 1 of the Airport Development Plan Phase — Taxiway Charlie and the Salmon
River Bridge.

The yearly UBCM gathering is a valuable chance for our government to come together with
local representatives from around B.C. and look at ways we can work collaboratively to meet
the unique needs of our province’s communities. It is a privilege to find out more about the
important progress being made by local leaders like yourself on transportation issues in your
community, and I appreciate the opportunity to identify the steps we can take to help build on
this work and deliver on our ministry’s commitment to providing the safest, most reliable
transportation network possible.

[ asked ministry staff to follow up with you directly to discuss your plans for Columbia Avenue
in more detail, as well as your ongoing concerns about the Salmon River Bridge. Should you
have questions or concerns regarding these matters in the meantime, please do not hesitate to
contact the ministry’s local District Manager, Jack Bennetto. He is available by telephone at
250 712-3629 or by e-mail at Jack.Bennetto@gov.be.ca and would be pleased to assist you.

wanhd

Ministry of Transportation Office of the Minister Mailing Address:
and Infrastructure Parliament Buildings =
Victoria BC V8V 1X4 \
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I look forward to continuing to work together to ensure British Columbians have their voices
heard, so that we can make a difference for generations to come.
Thank you again for taking the time to meet with me.

Sincerely,

Todd G. Stone
Minister

Copy to: Greg Kyllo
MLA, Shuswap
Grant Main, Deputy Minister

Deborah Bowman, Assistant Deputy Minister
Transportation Policy and Programs Department

Kevin Richter, Assistant Deputy Minister
Highways Department

Norm Parkes, Executive Director
Highway Operations

Jack Bennetto, District Manager
Okanagan Shuswap District



Districtof Sicamous

446 Main Street T: 25_0 8362477
Sicamous, BC E: info@sicamous.ca
VOE 2VQ sicamous.ca LIVE MORE
March 23, 2017
Mayor & Council
District of Coldstream
9501 Kalamalka Read

Coldstream, BC V1B 1L&
via email: info@coldstream.ca

Re: Provincial Private Moorage Program

Dear Mayor & Council:

At the March 22, 2017 Council Meeting, the District of Sicamous Council endorsed your
resolution regarding the Provincial General Permission for the Use of Crown Land for
Private Moorage.

The District of Sicamous Councit supports your efforts to ensure that local government
requirements are protected in relation to the construction of docks in our communities.

Regards,
DISTRICT OF SICAMOUS

Terry Rysz
Mayor

cc: UBCM Member Municipalities



From: Maria Doyle [MDoyle@vernon.ca]
Sent: March 30, 2017 1:51 PM

To: Kevin Flynn; Nancy Cooper; Ken Jamieson; Alan Harrison; Louise Wallace-Richmond; Tim Lavery;
Chad Eliason

Subject: PETITION TO REMOVE GST BEING CHARGED ON CARBON TAX

Dear Mayor, Chair, Councillor, Electoral Area Director

Recently, Councillor Bob Spiers brought to our Council’s attention the practice of the Federal
Government applying Goods for Services Tax (GST) on the Provincial government’s Carbon Tax.
This is not GST applied on the “goods” (gasoline, natural gas, propane, diesel fuel) rather it is
GST applied on the Carbon Tax. Essentially, a Tax on Tax.

This Tax on Tax affects British Columbians across the Province and in some manner affects
every resident, business, and visitor in our respective municipalities. Folks we represent.

In 2016 the Federal Government collected $63 million of federal taxes imposed on BC’s carbon
tax. The Federal Government will collect many times this amount across Canada as more
Provinces apply a Carbon Tax, ironically at the strong insistence of the Federal Government.

Councillor Spiers has initiated an ePetition to the House of Commons to remove the GST on
Carbon Tax. The subject ePetition is now before the Parliament of Canada. The ePetition does
not question the Carbon Tax. It is focused on the imposition of a tax (GST) on a tax.

| have attached a resolution, passed by our Council which has been submitted to the Southern
Interior Local Government Association for consideration at their Annual Convention in April.
The resolution has also been forwarded to the Union of British Columbia Municipalities and to
the Federation of Canadian Municipalities.

On March 20, 2017, Mark Warawa, MP for Langley-Aldergrove and Mel Arnold, MP for North
Okanagan-Shuswap have introduced a bill in the House of Commons that seeks to eliminate the
charging of GST on existing and future carbon taxes.

To be successful, to reduce the weight of taxation on our residents, requires individual action.
We are not seeking Council or Board action. We are encouraging Councillors, Electoral Area
Directors, Mayors and Chairs from across BC to become aware of the issue. If, as individuals,
you feel the imposition of a federal tax on top of a provincial tax is unwarranted — I would ask
you to act, to sign the ePetition.



The online petition closes May 3, 2017 at 1:32pm (EDT) and may be accessed at
https://petitions.parl.gc.ca/en/Petition/Details?Petition=e-713

Regards,

Mayor Akbal Mund

Maria Doyle
Sr. Executive Assistant to Mayor & Chief Administrative Officer
Office: 250.5650.3572 | www.vernon.ca
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Legal Notice: This transmission (including any attachments) is confidential information and may be legally
priviledged. If you have received this transmission in error, please immediately reply to the sender and delete
this information from your system. Use, dissemination, distribution, or reproduction of this transmission by
unintended recipients is not authorized and may be unlawful.

City of Vernon Disclaimer: This transmission (including any attachments) may contain
confidential information, privileged material (including material protected by the FOI act or
other applicable privileges), or constitute non-public information. Any use of this information by
anyone other than the intended recipient is prohibited. If you have received this transmission in
error, please immediately reply to the sender and delete this information from your system. Use,
dissemination, distribution, or reproduction of this transmission by unintended recipients is not
authorized and may be unlawful.



THE CORPORATION oOF THE CITY OF VERNON

RESOLUTION OF COUNCIL

At their March 13, 2017 Regular meeting, Vernon City Council passed the following
resolution in respect to Federal GST Charges on Provincial Carbon Tax;

“THAT Council endorse the resolution as presented and direct the Clerk to submit
the resolution with the background statement to the Southern Interior Local
Government Asscciation (SILGA);

“WHEREAS the Government of British Columbia instituted a “carbon tax" in 2008;

AND WHEREAS, the Government of Canéda imposes GST on the “carbon tax”,
essentially a tax on tax;

AND WHEREAS, the carbon tax and subsequently the GST on the carbon tax
applies widely on carbon tax fuels and affects the cost of living for British
Columbians;

NOW THEREFORE BE IT resolved that SILGA and UBCM lobby the provincial and
federal governments to eliminate the GST heing charged on the provincial carbon
tax.”

CARRIED.’

The undersigned hereby certifies the above resolution
to be a true copy of the resolution passed by
Council of the City of Vernon on March 13, 2017

S 6

Susan Biakely, Deputy Corporate Officer
The Corporation of the City of Vernon

City Hall: 3400 - 30th Street, Vernon, British Columbia V1T 5E6 Afrport, Telephone (250) 545-3035 + Fax (250) 542-4533
Telephone (250) 545-1361 » Fax (260) 545-7876 City Yards, Telephone (250) 549-6757 » Fax (250) 545-3345
Administration » Fax (260) 545-4048 Fire Department, Telephone {250) 642-5361 » Fax (250) 542-7271
WWW.vernon,ca Community Development & Engineering, Telephone (250) 650-3634 » Fax (250} 646-5309
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' DISTRICT OF TOFINO

A Performance Audit Carried out by the
Auditor General for Local Government of British Columbia

;Em AUDITOR GENERAL FOR
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AUDIT REPORT 2016/17

To the Mayor and Council of the District of Tofino:

1. I am pleased to present this performance audit report on the management of
human resources by the District of Tofino.

2. Our performance audits are independent, unbiased assessments, carried out in
accordance with professional standards. They aim to determine the extent to which
the area being examined has been managed with due regard to economy, efficiency
and effectiveness. We conducted our audit in accordance with the standards for
assurance engagements sct by the Auditing and Assurance Standards Board of the
Chartered Professional Accountants of Canada and under the authority of the
Auditor General for Local Government Act.

3. A large proportion of local governments across British Columbia are small
communities. Small local governments face challenges that require a broad range
of skills and creativity to address, in part due to the limited staff resources available
in smaller communities.

4. Like their larger counterparts, small local government organizations require
staff with skills such as the ability to inspirc others, foster cooperation and resolve
conflict, in addition to professional and technical skills and knowledge. Further,
small local governments need managers to understand and perform a range of
practical human resource (HR) skills, from recruiting, selecting, training, coaching,
work plan development, defining and monitoring standards to dealing with
employee and labour relations issues.

5. As part of our province-wide risk assessment and prioritization exercise conducted
in 2013, human resources management was identified by local government
representatives as highly relevant and significant due to the risks and challenges
confronting local government managers and their staff in small communities. A few
examples of these risks include the requirement for greater skills diversification and
broader operational knowledge, recruitment and retention issues, the affordability
of remuneration when trying to remain competitive and workplace stress.

o. In carrying out our work, we acknowledge the difference in size and capacity
of the local governments we have audited and the resulting variability in how
we apply the measurement of audit criteria. Our findings reflect what small local
governments should be expected to achieve and takes into consideration whether a
local government has dedicated human resources in place.



7. This report outlines our findings in assessing the District of Tofino’s management of
the inherent human resource management risks it faces as a small local government.
The purpose of the audit was to identify both the strengths and challenges of human
resource practices within smaller local governments and identify opportunities for
improvement and leading practices.

8. This report is not an audit of the dollar values of the District’s compensation or
its collective agreement bargaining process.

9. 'The District of Tofino is a small local government with limited capacity and
many staff carry out multiple roles in order to deliver programs and services.
While the District does not have dedicated human resources staff, it is cffectively
managing the risks associated with limited human resource capacity and we were
pleased to find a strong foundation in place to provide core HR functions across the
organization. The report however, does note a number of areas where the District
may lmprove upon its practices.

10. This report recognizes that, as a small local government, the District may not be
able to address all of our reccommendations with the same priority or approach as a
larger organization might. We hope this report will help Tofino enhance its human
resource management and advance the public interest through good governance,
performance management and decision-making. In addition to this report, we
encourage the District to make use of valuable human resources tools such as the
Local Government Management Association’s Human Resource Toolkit for Local
Government Organizations and Executive Compensation Toolkit.

11. 1 want to thank the District of Tofino for its cooperation during the performance
audit process and their action plan in response to our findings and recommendations.

Gordon Ruth, FCPA, FCGA

Auditor General for Local Government

Surrey, BC
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EXECUTIVE SUMMARY

WHAT WE EXAMINED

12, Small  local governments represent the
vast majority of local governments in British
Columbia. Over 66 per cent of BC municipalitics
have populations fewer than 20,000 people and
of these, two-thirds have a population less than
§,000,

13. Small local governments face similar challenges
to their larger counterparts, as
workplace complexity and skill requirements,
an older workforce and changing community
demographics impact the nature of work and
how it is carried out.

increasing

14. However, these challenges are heightened for
smaller governments that have limited resources,
capacity issues, and face increasing competition
for skilled staff. Many small municipalitics and
regional districts lack specialized skills, tools
and resources to address these and other human
resource (HR) challenges effectively.

AUDIT REPORT 2016/17

15. The overall purpose of the audit was to identify
strengths and challenges of human resource
practices within smaller local governments and
to identify opportunities for improvement and
leading practices.

o, Our specific audit objectives were to assess
whether human resource planning  activities
help enable local government to meet the public
interest and to assess whether human resource
management activities support leadership and
carcer development and the achicvement of the
public interest. We reviewed current human
resource planning and management practices
and, where information was available, data and
records from the zor1 to 2015 period for data
and trend analysis.



Tofino has done a good overall job of managing most key HR risks.

WHAT WE FOUND

17. Tofino is a small, remote municipality that
experiences  a significant  seasonal
in population through tourism, which has a
significant impact on the District’s operations.
While the District does not have dedicated
human resources capacity, Tofino has donc a
good overall job of managing most key HR risks.

increasc

18, The District’s approach to workforce
planning is largely an annual process closely
tied to the budgeting cycle. Planning considers
longer term impacts on operations and is linked
to the District’s strategic priorities to ensure
they are addressed. Overall, while Tofino faces
capacity challenges as a small local government,
its approach to managing human resources
adequately meets the District’s needs. However,
the District should develop operational service
levels and quality standards to help inform
workforce planning and staffing as well as to
assist in measuring operational effectiveness.

19. Tofino’s location and unique lifestyle creates
challenges for the District to attract and retain
staff and turnover in key positions has been
prevalent over the period covered by the audit.
To mitigate the effects of these challenges, the
District uses a range of strategics, including
hiring  locally,  providing
accommodation, focusing on staff training,
development  and  promotion,  providing
cross-training, cmphasizing business process

District-owned

improvement and streamlining and making
strategic use of contracted services,

20. Overall, Tofino has a relatively young
municipal workforce and a young management
team and recruitment and retention strategies
should continue to be an area of emphasis for the
District.

21. The District has in place many of the
foundation picces needed to cnsure the effective
management and administration of core HR
services such as recruitment and selection,
training  and  development,  performance
management and occupational health and safety.
These core human resources functions are carried
out in a decentralized environment and there are
opportunities to raise staff members’ awareness
of existing policies and procedures, to strengthen
certain policies and procedures and to increase
consistent practice across the organization.

22. Organizational health and wellness is a strong
point in Tofino and both management team
communication and the management-labour
relationship are viewed as solid and supportive.
The District’s workplace culture is positive.

AUDITOR GENERAL FOR LOCAL GOVERNMENT



Exhibit 1 - RECOMMENDATIONS

HR PLANNING

RECOMMENDATIONS

overall approach to workforce planning by:
»Moving to a greater focus on a three

to five year window in future workforce
planning

»Developing defined service levels to help
inform workforce planning and staffing
levels

» Expanding budget project sheets to
include additional business case elements

2. The District of Tofino should address staff
recruitment issues by:

» Developing a comprehensive
recruitment policy that addresses gaps in
procedures and documentation practices

» Enhancing its hiring processes by
documenting and retaining complete
candidate document files

» Adding a hiring checklist to systemize
the process of hiring new employees and
the collection of HR information

3. The District of Tofino should ensure that all
staff positions” job descriptions are dated and
signed by the Chief Administrative Officer,

4. The District of Tofino should develop a
formalized succession plan and prioritize key
roles and mission-critical skills.

5. The District of Tofino should ensure
that its employment agreement template is
periodically reviewed by legal counsel.

6. The District of Tofino should develop a

1. The District of Tofino should enhance its

HR MANAGEMENT
RECOMMENDATIONS

7 The District of Tofino should enhance‘m

employee training and development by:

»Developing and implementing an
employee orientation program

» Considering a leadership development
program and more cross-training of staff
in high demand service areas and where
backfilling is not readily available

» Formulating a corporate training plan

» Centralizing employee training and
certification records

8. The District of Tofino should take steps to
review its performance appraisal programs
and, if appropriate, revise as needed and then
consistently complete them on an annual basis.

9. The -District of Tofino should ensure
grievance records are maintained, including
withdrawn cases.

r0. The District of Tofino should enhance
workplace health and wellness by:

» Reviewing the oHs policy and safety
procedures and revising as needed

» Increasing employee awareness of the
oHs policy and procedures through the
review process or a follow-up information
session

* Preparing terms of reference and
recording meeting minutes to formalize
the practices of its joint Labour
Management Committee

» Conducting exit interviews with all
departing employees

AUDIT REPORT 2016/17




HR MANAGEMENT

RECOMMENDATIONS

its conflict of interest and employee conduct
management by:

» Introducing policy and employee
conduct requirements to new employees
as part of a new corporate orientation
program

» Centrally documenting conflict of
interest incidents

and linking it to the whistleblower policy

» Raising employee awareness of conflict
of interest through an information
session and a regular review and
acknowledgement by staff

11, The District of Tofino should strengthcn.“ "2 The District of Tofino should enhance |

» Elaborating the conflict of interest policy

HR ADMINISTRATION

RECOMMENDATIONS

its human resources-related policies and
procedures by:

» Addressing key gaps in HR policies and
procedures such as developing a dispute
resolution policy

» Bstablishing a process for the systematic
and timely review of policies and
procedures

13. The District of Tofino should enhance
its HR decision-making by identifying a set
of performance indicators for regular HR
reporting to senior management and Council.

AUDITOR GENERAL FOR LOCAL GOVERNMENT



ABOUT THE AUDIT

23. The overall purpose of the audit was to identify
strengths and  challenges of human  resource
practices within smaller local governments and
identify opportunities for improvement and
leading practices.

24. Our specific audit objectives were to assess
whether human  resource planning  activitics
help enable local government to meet the public
interest; and to assess whether human resource
management activities support leadership and
carcer development and the achievement of the
public interest,

PERIOD COVERED BY THE AUDIT
25. The audit covered current human resource
planning and management practices and the
2011-15 period for data and trend analysis. We
completed examination work in December 2016.

AUDIT SCOPE AND APPROACH
26, The audit included a review of the local
government’s human resources planning and
management functions. The audit did not include
the assessment of compensation dollar values or
collective bargaining processes.

27. In carrying out the audit, we reviewed a
range of documents related to human resources
planning and management. We also interviewed
clected  officials, senior  management, middle
management and front line employees including
Canadian Union of Public Employeces (cure)
local representatives.

AUDIT REPORT 2016/17

AUDIT CRITERIA

28. Performance audit criteria define the standards
against which we assessed the local government’s
performance. We cexpress these criteria  as
reasonable expectations for the local government’s
management of its human resources in order to
achieve expected results and outcomes.

29. Below are the criteria we used to assess the
local government:

HUMAN RESOURCE PLANNING

» A human resources plan is developed,
linked to organization and strategic
objectives, communicated to staff and
reported.

» The local government has analyzed their
workforce and developed a recruitment
strategy to address their requirements.

» A succession plan for critical or key roles
has been developed.

» Employment contracts are appropriate,
adequately reviewed, and contain clauses
that minimize operational, financial and

reputational risks.

» Compensation levels are set based on
industry benchmarking.



HUMAN RESOURCE MANAGEMENT

» Job descriptions, competencies and
qualifications arc established and used for
recruitment.

» Selection processes are fair, transparent
and merit-based.

» Qrientation, training and development
programs, plans and procedures are in
place.

» Senior management has performance
measures linked to local government
objectives and performance appraisal is
conducted.

» There is a process to build a healthy
workplace and to address related legal
issues.

HUMAN RESOURCE ADMINISTRATION

» HR policies and procedures are in place
and address key functions.

» An HR information system is used to
assist in managing key functions and HR
reporting to senior staff and council is
conducted.

30, Our measurement of these audit criteria
reflects the size and capacity of cach audited local
government and acknowledges the differences
in what local governments of varying sizes
should be expected to achieve. It also takes into
consideration whether a local government has
dedicated human resources staff in place.
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INTRODUCTION

31. This report presents the results of a performance
audit conducted by the Auditor General for Local
Government of British Columbia (AGLG) under
the authority of the Auditor General for Local
Government Act.

12. We conducted this audit under the audit theme
“Fiscal Sustainability Planning, Capacity and
Internal Operations.”

i3 We sclected the District of Tofino and four
other local governments (District of Squamish,
City of Nelson, City of Fernie and District of Port
LEdward) to be included in this set of audits. These
local governments represented a cross-section of
smaller local governments, in various regions and
facing diverse pressures and challenges.

LOCAL GOVERNMENT HUMAN RESOURCES

4. More than two-thirds of British Columbia
local governments are small, serving communities
with populations of fewer than 20,000 people.
Of these small local governments, most are very
small, serving communities with populations of
fewer than 5,000.

is. In 2012, BC local governments cmployed
more than 39,000 people, an increase of 47 per
cent since 2001. Given the size, breadth and scope
of local governments, it is important that they
cffectively manage and administer their human
resources.

jo. In considering the performance of local
governments, members of the public may tend to
focus more on financial and operational results
than on human resource management. However,
labour costs are a big part of local government
expenditures and  cffective  human  resources
management can have a big impact on both the
cffectiveness of program delivery and financial
results.

AUDIT REPORT 2016/17

37. Everyone employed by a local government
practices human resources management in one
way or another. Individual employces follow
their assigned job descriptions; engage in training
and development activities and set performance
goals and objectives for themselves.

i5. Middle managers and supervisors assist in
workforce planning, carry out performance
appraisals, and orient new
employees and may be involved in discipline or
termination activitics.

recruit, sclect

3u. Senior management ensures that legislative
requirements are met, undertakes strategic, longer
term human resources planning and helps ensure
that the organization has the human resources
capacity to achicve its objectives. They also
develop and approve human resources initiatives
that contribute to a positive, healthy workplace
such as wellness, rewards and recognition.

10. Where a local government has a human
resources department, it can provide strategic,
operational and transactional support to ensure
an effective and efficiently operating workforce.
Human resources departments can provide a mix
of advice and guidance, administrative support,
policies, procedures, tools and templates.

41, In many local governments, the finance
department, with the assistance of staff across
the organization, tracks attendance, manages
payroll and leave and ensures salary and benefits
are accurate for every employee.

42. Collectively, staff across the organization are
responsible for ensuring the local government
achieves the goals its council or board establishes.
Consistency of practices, collaboration among
departments and alignment of human resources
planning with business planning can help make
sure human resources management contributes
positively to organizational results.



CONTEXT

COMMUNITY PROFILE

43. The Village of Tofino was incorporated in
1932. A restructure and boundary expansion
occurred in 1983 that included the incorporation
of Tofino as a District Municipality. The District
is located on the west coast of Vancouver Island
(see Exhibit 2) at the northern tip of the relatively
narrow Lsowista Peninsula. The District’s land
area totals 1o.52 square kilometers.

44. This area has experienced significant change
and growth over the past 15 years. It has become
an international destination and tourism s
now the main cconomic driver. The natural
resource-based sector, formerly focused on fishing
and logging, has evolved to focus mainly on
aquaculture and sustainable logging,.

Exbibit 2 - DISTRICT VISUAL FACTS

POPULATION @i
AREA 10.52 SQKM “ “ i 1 ’876
INCORPORATED 1932

Source: 2011 Census

45. According to the Census, Tofino had a
population of 1,876 in 2011. From 2001 to 2006
Tofino’s population growth rate was 12.9 per cent,
more than double the British Columbia average
of 5.3 per cent. Between 2001 and 2011, the
population grew at an average of approximately
2.6 per cent per year, or by 410 persons.

46. A large proportion of single family dwellings
in Tofino arc secondary residences owned by
non-residents. The purchase of real estate by
non-residents has resulted in higher demand than
a community of this size might otherwise face,
which has contributed to housing affordability
challenges. As a result, affordable housing has
become the top priority of the District. According
to the 2011 census, there were 1,033 private
dwellings in Tofino, although only 765 were
occupied by full-time local residents. In carly
December 2016, there were fewer than ten single
family residence listings shown in the Multiple
Listing Service (MLS).

47. The District is part of the Clayoquot Sound
unesco (United Nations Educational, Scientific
and Cultural Organization) Biosphere Reserve,
an internationally recognized area that includes
terrestrial and marine environments and extends
from the southern boundary of the Long Beach
Unit of Pacific Rim National Park Reserve to
just north of Estevan Point. The Reserve includes
approximately 350,000 hectares, of which nearly
83,000 hectares are marine-based.

48. Because of its location, development in Tofino
is restricted by ocean on three sides and any
future village expansion is limited to a southerly
direction. Pacific Rim Highway runs up the
middle of the peninsula, dividing it into east and
west sectors, Future expansion to the south is
limited, as the community borders the Reserve.

49. These geographical considerations suggest
that Tofino will have to manage growth carefully
to ensure that its limited land base is planned
efficiently and carefully, and in a manner that
complements the Clayoquot Sound uNESCO
Biosphere Reserve and Pacific Rim National Park
Reserve.
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LOCAL GOVERNMENT PROFILE

s0. The workforce at the District of Tofino is led
by a Chicf Administrative Officer (cao) who is
supported by a management team. This team
consists of the Director of Financial Services and
the Managers of Corporate Services, Community
Sustainability, Public Works and Building
Inspections, rm1 Initiatives and the Fire Chief.
The cao is also responsible for human resources,
The District does not have dedicated human
resources staff.

s1. 'The District’s workforce consists of 24
full-time equivalent positions, a number that
increased by one position, or 4.35 per cent, over
the zo11-15 period covered by the audit. Most
of the District’s workforce is represented by the
Canadian Union of Public Employces. Tofino has
a volunteer fire department with 25 volunteer
firefighters overseen by a paid Fire Chief. The
District’s Exempt to Union ratio is 2§ per cent to
75§ per cent respectively.

Exhibit 3 - DISTRICT OF TOFINO FINANCIAL SNAPSHOT

201
Revenue* $6,669,602
Expenditure $4,673,813
Annual Surplus $2,015,789
rii funding used* $530,404

Sounrce: District of Tofine Annual Reports

2012
$7,l38.141

$5,077,768
$2,068,979

$844,985

52, As shown in Exhibit 3, the District’s annual
revenue and expenditures increased moderately
between 2011 and 2015. Revenue includes
funding received under the Resort Municipality
Initiative (rM1) from the Province of BC. The
Initiative’s objective is to assist designated resort
municipalities with funding targeted to resort
services and visitor facing resort capital projects,
in order to support and increase visitation. In
order to make effective use of this funding, the
District established its rRm1 Services Department
in 2013 and outlines the departmental priorities
and results in its annual reports.

2013 2014 2015 i:h:;ge
$8,956,512 $8,103,104 SAR1 2%
$214958 6198132 $5968600 2%
$3,741,554 $1,004,972 $L52110 (4%
$1,241,344 $1,169,158 32331 (39%)

Note: * Revemre includes the Resort Municipality Initiative frording used in the year
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FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

s3. The purpose of our audit was to identify
strengths and challenges of human resource (HR)
practices in small local governments and identify
opportunities  for improvement and leading
practices. We assessed whether human resource
planning and management activities helped the
local government achieve its objectives, support
[cadership and carcer development and advance
the public interest.

54, Our findings are based on a review of the
District’s human resource practices, policies and
systems. We examined relevant documentation
and data and we held discussions with key
management and staff, as well as elected officials.

ROLE OF HUMAN RESOURCES UNIT

55. Our audit objective involved a review of the
role the human resources unit plays in enhancing
human
activities across the organization. Tofino does
not have such a unit or any dedicated Hr support
staff positions. Regardless of whether a local
government has such a unit, it must have core
HR practices and procedures in place in order to
minimize risks to its effective functioning,

resources  planning and management

so. For example, a local government should
have a workforce plan linked to service levels,
job descriptions should be current, exempt staff
compensation should be properly benchmarked
and its occupational health and safety program
should be aligned with WorkSafe BC requirements.

57, Further, a local government’s recruitment and
selection processes should be fair and transparent
and it should have policies and procedures in place
that support training and development, succession
planning and performance management. Finally,
every local government should have a set of key
HR data and information that can be used to
enhance decision-making across the organization.

58. Tofino’s human resource functions are largely
decentralized across the departments while the
cao provides oversight and guidance, as well as
coaching and mentoring, to department managers.

The Financial Services department establishes
a personnel file for cach employee, manages
payroll and benefits and monitors and reports on
expenditures, including Hr-related items such as
sick leave, overtime and training,.

9. In the absence of dedicated nr staff, the
District’s HR practices were largely informal and
there was some inconsistency in practices and
documentation across departments. District staff
told us that 1R files were included within the scope
of an ongoing internal systems review intended to
strengthen Tofino’s records management.

6. This review should set standards for the
documentation and management of core HR
records including  recruitment and  selection
files, training and development plans and
employee performance appraisals. The review
should also identify and address any gaps in
HR policies and procedures. It should lead to
greater standardization of HR documentation
and consistency in HR practices within Tofino’s
decentralized environment.

HUMAN RESOURCE PLANNING

61, Our audit objective involved an assessment of
whether human resource planning activities help
the local government further the public interest.
Human resource planning forms the basis for an
cffective and efficient workforce.

62. 'The audit criteria included several key aspects
of human resource planning, including long- range
workforce planning based on analysis of demands
and nceds, sound recruitment and retention
practices based on current knowledge skills
and abilities and succession planning based on
mission-critical roles. Human resource planning
helps to ensure employment agreements protect
both employer and employee from financial and
operational risks and that compensation is fair
and based on industry benchmarks.

AUDITOR GENERAL FOR LOCAL GOVERNMENT



Overall, while Tofino faced capacity challenges as a small local government,
the District's approach to workforce planning was adequately meeting its

needs.

WORKFORCE PLANNING

3. Workforce planning is an important activity
that can help ensure that a local government’s
service levels will be achieved and that risks are
minimized in the effective delivery of critical
services such as drinking water, waste water and
in the development and ongoing operation of key
infrastructure including lands and roads.

o4, In Tofino, we expect to see workforce
planning tied to the local government’s strategic
or corporate objectives in its business plan, with
staffing levels closely linked to service levels. The
plan should be from three to five years in duration,
subject to an annual review and turnover rates
and projected retirements should be factored
into the plan, thereby giving consideration to
key recruitment, training and development and
mission-critical succession planning.

o5, Overall, while Tofino faced capacity challenges
as a small local government, the District’s
approach to workforce planning was adequately
meeting its needs.

o6, Tofinos workforce planning was largely an
annual process closely tied to the budget cycle
managed individually by each department. During
the budget process, requests for additional staff
resources are presented to Council for approval
based on the need for, and costs of, the position.
Due diligence is presented to Council in a budget
project sheet which has elements of a business
case approach.

67. This process could be strengthened by adopting
additional business case elements such as: cost/
benefit analysis, workload analysis, service level
impact and longer term strategic impact. We
would also expect to see greater focus on a three
to five year window in future workforce planning.

AUDIT REPORT 2016/17

8. The District carried out elements of strategic
workforce planning in the development of its
strategic plan by considering longer term impacts
on policies, programs and services and their
associated resources. For example, staff told
us that the District has explored opportunities
for restructuring departments and streamlining
operational processes to increase efficiency and
effectiveness in its workforce planning efforts.

SERVICE LEVELS

0. Service levels and quality standards can
help inform workforce planning and staffing
levels. They also assist in measuring operational
effectiveness and serve to enhance accountability
across the organization.

70. Tofino lacked defined service levels, notably
in development approval and permitting services
and across public works. Given Tofino’s seasonal
variations, the District should consider developing
in-scason and off-scason standards for certain
services such as the cleaning of public restrooms,
maintenance of trails and beach access and
garbage collection. It should develop operational
service levels and quality standards to help
inform workforce planning and staffing as well
as to assist in measuring operational effectiveness.



WORKFORCE AGE

71. The District had a relatively young workforce,
shown in Exhibit 4, with the number of staff
aged s1 years or older having the potential to
retire in the next five to ten years, representing
approximately 14 per cent of the total workforce.
The average age of Tofino employees was 40
years old.

Exhibit 4 — DISTRICT OF TOFINO NUMBER OF
EMPLOYEES BY AGE
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72. As Exhibit 5 shows, only 13 per cent, or one
member, of exempt staff was aged st years or
older. The average age of exempt employees was
40. As a result, aterition due to retirement should
not be a major consideration in the District’s
workforce planning.

Exhibit 5 - DISTRICT OF TOFINO NUMBER OF EXEMPT
EMPLOYEES BY AGE
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73. With a younger workforce, the District should
consider focusing on developing staff, which is
further discussed in the orientation, training and
development section of this report.

Recommendation 1

74, The District of Tofino should enhance its
overall approach to workforce planning by:

»Moving to a greater focus on a three
to five year window in future workforce
planning

»Developing defined service levels to help
inform workforce planning and staffing
levels :

»Expanding budget project sheets to
include additional business case elements

AUDITOR GENERAL FOR LOCAL GOVERNMENT



Overall, Tofino should emphasize recruitment and retention strategies in its

workforce planning.

RECRUITMENT AND SELECTION

75. Sound recruitment and selection policies and
processes help to ensure that a local government
identifies, screens, assesses and hires properly
qualificd employees. Recruitment can also shape
strategics to attract and retain employees.

76. A local government’s selection of qualified
staff is critical to its operational effectiveness, We
expect Tofino to have fair, open and transparent
sclection  processes, supported by consistent
procedures.  The District  should regularly
update job descriptions to reflect current duties,
requirements and qualifications. It should
establish and document criteria used to sclect
candidates.

77. We also expect Tofino to adequately document
the results of sclection processes and retain
that documentation in the event of appeals or
grievances. Further, the District should provide all
new employees, both union and non-union, with
a letter of employment outlining their working
relationship with the employer.

78. In BC, local governments have non-union
{exempt) staff positions as well as unionized
positions, For Canadian Union of Public
Employees {cupt) positions, seniority is often a
significant consideration in hiring and promotion
decisions and, depending on the wording of the
collective agreement, may be the determining
factor in some circumstances. In comparison, the
District fills exempt vacancies primarily on merit.

79.'Tofino has experienced historical staff retention
challenges and turnover has been prevalent
during the period covered by the audit, including
three of the seven management tcam positions.
The District has implemented recruitment and
hiring locally,
providing district-owned accommodation, staff
training, development and prometion and
employee engagement. Overall, Tofino should
emphasize recruitment and retention strategies in
its workforce planning,

retention  strategies including:

AUDIT REPORT 2016/17

80, The District’s staff recruitment and selection
is largely decentralized, with each department
responsible for its own hiring processes. There is
no single point of accountability for recruitment,
which has resulted in some gaps in effective
recruitment practices and documentation. Further,
the District lacked a recruitment policy outlining
the process and requirements of staff recruitment
and sclection to ensure consistency. Key elements
of a recruitment policy could focus on:

» The purpose, philosophy, responsibility
and guidelines for recruitment and
sclection

» Clear policy and procedures regarding
fair and equitable selection processes

» Guidelines around internal and external
methods of recruitment

» Details to be included in a job posting

» Details of employment offers and
employment contracts

» An interview and selection protocol

81, The District’s recruitment files included
important elements of the selection process,
including candidate scoring and interview
responses that were adequately documented
in most of the files we reviewed. However, all
reviewed files lacked a documented reference
check and candidate scoring or ranking results.
Additionally, some recruitment files lacked the
name of the interviewers, or included interview
sheets that were not scored.

2. Recruitment files for each successful candidate
were kept centrally by the Financial Services
department, along with personnel files. However,
some competition documents were kept by the
hiring manager, resulting in incomplete files.



§3. The files indicated that the District was §4. The District may also want to collect HR
appropriately transparent and clear in determining information using a hiring checklist, as described
whether the highest ranked candidate was selected. in Exhibit 6. 1ir data gathered systematically in this
However, to ensure consistency and completencess, way can help the District do more comprehensive
Tofino may want to implement a hiring checklist HR planning,.

to support the selection process.

Exhibit 6 — HIRING CHECKLIST — A GOOD HR PRACTICE

A hiring checklist allows a local government to systemize its process of hiring new employees. This can be
particularly useful where employee recruitment and selection is a decentralized process.

A checklist covers the key steps from the initial needs identification, key qualifications and requirements
of the position, salary range, selection method, letter of offer and onboarding, including orientation.

A checklist adds counsistency and value to the process and can help capture standard nr information.
Where a local government has an ur department, it can centrally maintain the checklists and periodically
review a sample of them as a quality control measure, providing feedback to hiring managers and others
involved in the hiring process. In addition, checklists can be used at orientation and termination to gather
useful HR information.

~ Recommendation 2

§5. The District of Tofino should address staff
recruitment issues by:

» Developing a comprehensive recruitment
policy that addresses gaps in procedures
and documentation practices

» Enhancing its hiring processes by
documenting and retaining complete
candidate selection document files

» Adding a hiring checklist to systemize
the process of hiring new employees and
the collection of HR information

AUDITOR GENERAL FOR LOCAL GOVERNMENT
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JOB DESCRIPTIONS AND QUALIFICATIONS

So. Job deseriptions are an essential element of
a local government’s recruitment and selection
process. A good job description helps in selecting
the right person, clearly outlines expectations
and ensures employces are held accountable for
the requirements of the position. We expect the
District to have an approved job description
for every position that documents the position’s
acrivitics as well as the knowledge, skills and
abilities required to competently perform those
acrivitics, and other special requirements as
needed.

5§7. We further expect Tofino to review and update
job descriptions regularly or as required to reflect
any significant changes in the dutics of positions,
to ensure that cach position is aligned with the
organization’s strategic direction and, ultimately,
to ensure the best-suited candidates are recruited
and sclected. By keeping job descriptions current,
a local government also enables the development
of a skills inventory and succession planning.

88, Tofino staff told us that every employee
across the District had a job description, but
thar a defined process to regularly review and
update them did not exist, Most of the five job
descriptions we reviewed did not indicate the
date of their last review and were not signed by
the cao.

89, However, staff advised us that job descriptions
were typically reviewed and updated as necessary
before the start of a recruitment process. While
this may not always occur in a timely manner,
given the size of Tofino’s workforce and its
capacity, this process is adequate.

90, The District is currently undertaking a
process of reviewing exempt job descriptions
as part of a compensation review that started
in carly 2016. Tofino may want to implement
an integrated  system  for  developing  job
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descriptions, job evaluation, recruitment and
sclection, performance management and training,
Such an integrated systems approach can serve
to strengthen core HR services and improve
consistency in HR practice.

Recommendation 3

91. The District of ‘Tofino should ensure that all
staff positions’ job descriptions are dated and
sipned by the Chief Administrative Officer.

SUCCESSION PLANNING

v2. Succession planning, as described in Exhibit
7, is a leading practice that can serve to reduce
risks to the safe, effective and efficient delivery of
services to residents. It is one of the benefits of a
sound staff training and development system, For
it to be effective, we expect local governments to
carry out succession planning in a deliberate and
systematic way.




Exhibit 7 — SUCCESSION PLANNING — A GOOD PRACTICE FOR WORKFORCE PLANNING

Succession planning is a good practice for Hr planning and management. It recognizes that employees will
leave the local government at some point. It sets out how the organization will manage through changes
with the goal of ensuring operations continue unabated.

A succession plan should not be limited to the local government’s top position. Instead, it should focus
on all key positions and should consider recruitment and retention history, turnover patterns, employee
ages and projected retirements. Succession planning should form part of the local government’s strategic
plan, belping it manage its resources in a strategic, long-term way. To enbance success, the organization’s
most senior employee should strongly support succession planning and be willing to commit the resources
needed.

A succession plan ensures there will be qualified staff ready to take on key roles and responsibilities
across the organization. One size need not fit all and a succession plan should be scaled to match the
local government’s resources, needs and requirements. In formulating the plan, the local govermment
should consider timing (is there enough time to train and develop staff?), resources, including the use of
technology and the Internet and depth within the organization (do existing staff demonstrate potential
and interest?).

The essential components of a succession plan include the following:
> Identifying the employee with the potential to step into the key role and clarifying their
desire to do so
» Identifying the key roles and responsibilities of the position
» Identifying the gap between current and required knowledge, skills and abilities

» Identifying how the local government will ensure that the employee attains the requisite
knowledge, skills and abilities, such as a combination of:

» Coaching

» Mentoring

2 Job shadowing
» Cross-training

» Formal training

Each designated employee should have their own training and development plan and the local government
should periodically check on progress, results and gaps and make any needed adfustments.

The Local Government Management Association’s Human Resource Toolkit for Local Government
Organizations, contains more information on succession planning.

AUDITOR GENERAL FOR LOCAL GOVERNMENT



93. In Tofino, we expect to see a succession plan in
place for all mission-critical positions and skills:
those that are critical to the effective functioning
of the organization and are typically difficult to
recruit for. The key mission-critical positions in

Tofino include: the Chief Administrative Officer,

Chief Financial Officer, Manager of Engineering
and Public Works and Fire Chief. The plan should
address staffing changes and unplanned vacancies
and should involve both short-term ‘backfill’ as
well as longer term plans. As a leading practice,
such plans should start with the identification
and development of current employees.

94. The District had an informal succession plan
for the Chief Administrative Officer position and
has focused recently on staff development and
promoting from within. In addition, Tofino had
plans for temporary backfilling in place and was
following them.

Recommendation 4

95. The District of Tofino should develop a
formalized succession plan and prioritize key
roles and mission-critical skills.

EMPLOYMENT AGREEMENTS

v6. Employment agreements for exempt staff are
uscful tools that provide certainty to both the
cmployer and employee. They also help reduce
potential disputes and allow for predictability
of costs. We expect Tofino to have signed
employment agreements setting  out  duties,
compensation, beneflits and clearly delineating
working conditions. Local governments should
enter into signed employment agreements with
all exempt staff.

v7. In  Tofino, the District’s employment
agreement template for exempt staff contained
the key clauses we would expect to address duties
compensation, benefits,
performance entitlements,
probationary periods, termination and severance,
as well as severability.

and responsibilitics,

evaluation, leave
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98, District staff told us that Tofino’s employment
agreement template was last reviewed in 2010,
The District’s legal counsel should review the
template before it is used in the future in order to
reduce potential risks to the District. In addition,
the District should ensure that its employment
agreement template is periodically reviewed by
legal counsel.

Recommendation 5

99, The District of Tofino should ensure that its
employment agreement template is periodically
reviewed by legal counsel.

COMPENSATION

100. The compensation of exempt employces can
haveabigimpactonstaffrecruitmentand retention.
Critical leadership skills, as well as financial,
technical and operational skills and knowledge
can be placed at risk when compensation packages
arc not competitive. We expect the District of
Tofino to have a compensation policy along with
regular compensation reviews. Compensation
reviews are uscful in determining an affordable
and balanced approach to total compensation.

to1. Tofino did not have a compensation policy
establishing and communicating clear principles
guiding exempt staff pay rates. Key elements of a
compensation policy could focus on:

» The organization’s compensation
philosophy

» Criteria for decision making

» Appropriate salary ranges for specific
jobs/job categories

» Comparable organizations to be
periodically surveyed for compensation
benchmarking

» Timing of individual staff and
organizational compensation reviews



We expect the District to provide all new employees with an orientation both
to their position and to the organization and its expectations.

102. The District had a Benefits and Cost of Living
Adjustments Policy that aligned exempt staff
compensation to that of union employees and
could serve as a basis for a future policy.

103. Staff told us that the District did not complete
a compensation review during the period covered
by the audit. However, the District is now in
the process of an external compensation review
which commenced in carly 2016,

Recommendation 6

104. The District of Tofino should develop a
compensation policy for exempt staff,

HUMAN RESOURCE MANAGEMENT

105, Human resource management involves a
number of key functions and practices supporting
an cffective workplace that are essential to
cmployee and organizational success,

106, Our audit objective involved an assessment
of  whether management
activities support local government leadership
and employee development and the achievement
of the public interest.

human resource

107. Audit criteria included key elements of
human management:
provided to new employces,
development programs and plans that support
employee and organizational success, systems for
performance appraisal that link individual and
organizational goals, an occupational health and
safety program that mitigates workplace risks,
the promotion of standards for ethical behaviour
and labour relations governance that contributes
to organizational wellness,

resource orientation

training and

ORIENTATION, TRAINING AND DEVELOPMENT

108. Sound orientation can help to ensure that
newly-hired employees get off to a good start. We
expect the District to provide all new employces
with an orientation both to their position
and to the organization and its expectations.

Anorientation packageshouldincludeinformation
on human resource management policies and
procedures, code of conduct, health and safety
requirements, employee benefits, organizational
and management structure, mission and goals as
well as programs, services and expectations.

109. The purpose of training and development
activities is to maximize employees’ contributions
to the organization’s goals and objectives. It
is important for organizations to invest in
training and development for their employces.
For example, the Conference Board of Canada
reported that Canadian organizations spent an
average of $8o0 on training and development for
cach employee in 2014-2015.

110, We expect to see training and development
activities in Tofino that address operational issues
and assist in the introduction of new programs
and services, changing skill requirements and
evolving  organizational  expectations and
priorities.  Training and development also
supports succession planning.

111, To increase the overall effectivencss of
training and development, we also expect to
see training objectives that support business
objectives and that are tied to cach employce’s
development plan. The local government should
have an organization-wide training plan and
an established training budget that is updated
annually. The results of training and certification
should be measured and documented in a central
location. The budget for these activities should
be analyzed annually to inform future allocations.

ORIENTATION

112, The District does not have an orientation
package or for newly
hired staff aside from an introduction to the
collective agreement for union employees and an
introduction to pay and benefits. Tofino does not
have a corporate orientation program facilitated
by the cao. Departments manage their own

employee handbook
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The District should make efforts towards centralizing training records and

formulating a corporate training plan.

on-the-job orientation, which focuses primarily
on job duties and safety. For example, the Public
Works Department has an Occupational Health

and Safety orientation program for its employces.

113. The District should develop an orientation
program that includes key information on the
organizational structure, District core values
and expectations, key employee policies and
procedures, confidentiality, conflict of interest and
cthical conduct requirements and occupational
health and safety. The orientation package should
be signed off by the employee.

TRAINING AND DEVELOPMENT

114, Employces generally acknowledged that
the District of Tofino was supportive of their
professional development and technical upgrading
requirements,

115 Individual departmentscarried out the majority
of training and development activitics. Oversight
of training requirements and documentation of
training plans and records was decentralized.
Mandatory certifications were generally in place
for water and wastewater operations staff and
the District was considering equipment operator
training and Level III certifications for water
and wastewater training within Public Works. In
addition, the Fire Department maintained training
and certification records that demonstrated its
compliance with provincial requirements,

116, 'The District should make efforts towards
centralizing training records and formulating
a corporate training plan which should help
prioritize training, development and certification
needs. Centralization would also reduce risks
to employee and public health and safety, and
assist in maximizing training budgets, closing
skills gaps and ensuring that operational needs
are adequately addressed. Further, training and
development activities should be closely linked
to the District’s employee performance appraisal
process.
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117. Tofino had a training and development
policy and sct of procedures approved in 1999,
although awareness and compliance with this
policy was low. The application form was not
uscd by employees and course evaluations using
the criteria provided in the policy were not
completed. This policy should be reviewed and
updated as necessary and steps should be taken
to increase awareness among District employees.

115, Staff told wus that the District takes
advantage of scholarship opportunities available
for employees to support staff training and
development. Given that most management team
members are relatively young and new to their
roles, the District should consider leadership
skills development to promote their ongoing
development and support succession planning,

119, Cross-training has numerous benefits, as
described in Exhibit 8. The District carries out
cross-training and sharing of staff between
departments, including cross-training among
office assistants and financial clerks. Staff
members generally acknowledged that additional
cross-training would help address high demand
arcas and specialized administrative duties where
internal backfilling was not readily available.



Exhibit 8 = THE BENEFITS OF CROSS-TRAINING EMPLOYEES

Cross-training involves developing skills and proficiencies relating to roles outside an employee’s current
responsibilities. An in-house cross-training program can prepare employees to take on additional
responsibilities and ensure consistency of service when an employee is temporarily absent, on extended
leave, or when a position becomes vacant,

Cross-training can also serve as job enrichment for motivated employees who want to multitask, grow in
the job and learn new skills. Cross-training of staff also allows an organization to pursue new opportunities
without incurring the expense of hiring and training new stafy.

Increasingly, cross-training is seen as a creative and cost-effective way to motivate employees, improve
team performance, improve quality, develop leadership skills and, ultimately, enhance organizational
SUccess.

Cross-training involves planning, finding the time to do it, identifying trainers, selecting the right staff, and

ensuring employees can maintain newly learned skills.

TRAINING COSTS

120. The District’s annual training expenditures
increased significantly, from $25,170 to $68,952
per year during the period covered by the audit, as
shown in Exhibit 9. We were advised that this was
largely attributable to an increase in the training
for the fire department. The District’s staff training
budget has accounted for approximately one per
cent of the District’s annual total expenditures.

121. The District’s Financial Services Department
allocates a training budget to each department
and individual department directors identify their
training needs based largely on historical needs
and safety and certification requirements. The
annual training budget is subject to Council’s
review and approval given recommendations
from individual departments.

Exhibit 9 — DISTRICT OF TOFINO TRAINING COSTS 2011-2015

Training Expenditure

Salaries & Wages

Training Expenditure as % of Salaries & Wages
District Total Expenditures

Training Expendllhre as % of Total Eipendilures

S
 $1,450,264

§4,673,813

122. The District may find it beneficial to change
this approach. By analyzing and estimating the
costs of cach training activity and formulating
an organizational training plan, Tofino could

establish a more cost-effective training budget.

Establishing oversight and standards related to
training and development could also assist in
identifying priorities and accurately forecasting
the training budget. All of this would help ensure
that training activities are prioritized to meet
business objectives.

2012 2013 014 2015

M e o s

$L096438  SL7I2087  SLEXMEA L7701
2.9% 33%  35% 3.9%
5077768 $5214958  $6198,132  $5,968,600
AL, e b il

Sonrce: District of Tofino Annual Reports and Traming Expenditure Reports by District Financial Services Department
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Recommendation 7

123, The District of 'Tofino should enhance
employee training and development by:

» Developing and implementing an
employee orientation program

» Considering a leadership development
program and more cross-training of staff
in high demand service areas and where
backfilling is not readily available

» Formulating a corporate training plan

» Centralizing employce training and
certification records

PERFORMANCE MANAGEMENT

124. We expect Tofino to have in place an
ongoing process of performance management
with supervisors working collaboratively with
their employces in setting work and career goals,
identifying needs and evaluating performance,
including arcas for improvement. Supervisors
should provide feedback verbally and informally
as well as formally in writing. As a leading practice,
employee coaching and mentoring programs
could be established to encourage development
and support succession planning,

125. The District had a performance appraisal
policy requiring an annual formal performance
review of all employees. However, the District
carried out performance appraisals inconsistently
and should take steps to strengthen performance
management.

126. Tofino’s performance appraisal policy clearly
laid out the objectives, responsibilities and
procedures for performance evaluation of all
staff, including unionized and exempt employces.
The District also developed a comprehensive
performance cvaluation template, which was
attached to the policy. This template rated
employee  performance detailed  sub-
requirements in seven general categories: results
achievement, initiative and planning, quality

under
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of work, general work abilities, judgment,
communication and job-related knowledge/skills.
The District attached a goal-setting development
plan at the end.

127, Staff awareness and use of the performance
appraisal policy and evaluation template varied
by departments. Some employees received a
formal evaluation annually using the template,
while some others, employed by the District for
a number of years, told us that they had never
had a formal evaluation. Members of the senior
management team should take steps to review
this policy and evaluation template and, if
appropriate, revise it as needed and then formally
put it into use.

128, In addition to the policy, the District
appraisal
assess

developed a  management-oriented

Leaders  Dialogue, to
management team members’ performance. Under
this program guideline and evaluation template,

program,

the cao provided performance remarks and
development suggestions through a discussion
with the employee in five categories: celebrating
success (recognizing achievements), challenge
consideration, development
collaborating (with others) on commitments and
qualities of a leader.

personal plan,

129. Although a few employees told us that
they received feedback through the Leaders
Dialogue program and considered this appraisal
comprehensive and beneficial, the District has
only completed it once rather than annually as
per the policy.

130. The District has developed a sound process
to assess the cao’s performance. The current
cAo received a six-month probationary period
performance appraisal from Council and a more
comprehensive appraisal at end of the initial
one year term. Both evaluation forms were
comprchensive.



Council should complete a formal evaluation of the cA0 on an annual basis.

131. For example, the one-year evaluation provided
all councillors’ ratings of the cao’s performance
in these areas: relationship with mayor and
council, assistance to council in understanding its
governance role, decision-making and strategic
orientation, fiscal  management, leadership
of the administrative team, local government
knowledge and development  of
relationships,  communication
and accomplishment of goals. The evaluation
performance  to  objectives and
identified areas for improvement.

practice,
community

compared

132. Although the cao’s employment agrecment
stipulates that an annual formal performance
evaluation should be done, this evaluation was
last completed in 2014. Council should complete
a formal evaluation of the cao on an annual basis.

Recommendation 8

133. The District of Tofino should take steps
to review its performance appraisal programs
and, if appropriate, revise as needed and then
consistently complete them on an annual basis,

HEALTH AND SAFETY, LABOUR RELATIONS AND
ETHICAL CONDUCT

134, Workplace health includes the physical and
occupational safety and mental health and well-
being of employces engaged in a wide range of
activities across the organization,

135. We expect the District to be aware of and
in compliance with its occupational health and
safety obligations as well as all relevant legislative
and regulatory requirements. WorkSafe BC has
specific requirements for employers of different
size workforces and cure collective agreements
typically require an occupational health and
safety committee made up of equal numbers of
management and union members.

136. We expect Tofino to take reasonable steps to
support a harassment-free workplace and to have
policies and procedures to report and investigate
complaints of this nature. As a leading practice,

the organization should support workplace
diversity and inclusiveness and ensure its HR
policy promotes non-discriminatory practices
consistent with human rights legislation. We also
expect the District to have an employee code of
conduct, standards for ethical behaviour and
contlict of interest policies and procedures to
support workplace integrity.

37. Joint labour-management committees should

be in place, clearly mandated to oversee how
work and working relationships are governed.
Grievance procedures should be clearly outlined
and processes should be enacted to ensure
employees have opportunities for redress.

OCCUPATIONAL HEALTH AND SAFETY

138, Safety training is identified as a corporate
strategy for the District and, overall, Tofino
encourages and supports occupational health and
safety through a range of formal and informal
activities including:

» An Occupational Health and Safety
(oHS) policy prepared in 2008

» A safety procedural manual prepared by
an external consultant in January 2015

» A joint oHs committee with terms of
references and the recording of meeting
minutes

» Safety work procedures
» Safety training provided to employees

» Routine workplace and equipment
inspections

» Adequately maintained safety records
{such as inspection, maintenance and OHS
training records)

» Regular reports on safety incidents,
which are reviewed and discussed

» A weekly ‘crew talk’ program
reinforcing safety
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139, As shown in Exhibit 10, Tofino’s annual
number of safety incidents varied through the
period covered by the audit.

Ex/lribit 1o — WORKPLACE INCIDENTS 2011-2015
2011 Wz 2013 2014 2015

Safety Incidents 23 20 37 18 28

Source: District of Tofino Safety Incident Report 2011-2015

140. These incidents were reviewed and discussed
by the joint oHs committee. The minutes of these
meetings could be enhanced to include action
items and results to ensure issues are addressed
on a timely basis.

141, While District staff told us that they generally
considered their practices to be in compliance
with WorkSafe BC requirements, we found that
ous policy and procedures should be reviewed by
Fire and Public Works staff in order to increase
awareness and they should be updated as needed.
An information session, in combination with an
inspeetion by WorkSafe BC could be considered
as ways of raising staff awareness,

142, The BC Municipal Safety Association offers
a recognition program on occupational health
and safety. This District could benefit from using
these materials as guidance to perform an oHs
self-assessment.

ATTENDANCE MANAGEMENT

143, The Districts  Exempt  Employment
Agreement and the cure Collective Agreement
outline sick leave policies for exempt and union
members. Exhibit 11 shows that the District’s sick
leave pay fluctuated between 2011 and 2015.
Although the District does not report annual total
sick leave expenditure for management purposces,
financial services staff monitor utilization on an
ongoing basis and calculate sick leave carryover
for budgeting purposes at year end.
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Exhibit 11 — SICKLEAVE UTILIZATION
2011 2012 2013 2014 2015

Sick Leave Hrs 1,384 : _”899 1,490 1,759 1,430
$41,676 _$2_4_,3_30 $55,992  $49,676  $42,395

Soutrce: District of Tofino Payroll Records

Sick Leave

LABOUR RELATIONS

144, There is only one union, curg, at Tofino’s
workplace. In 2016, the District established
a joint Labour Management Committee to
address labour relations issues. The mandate
and composition of the committee is set out in
the cure Collective Agreement and meetings are
scheduled on a quarterly basis, Both management
and union members told us that they generally
consider labour relations to be positive and
collaborative.

145, Alchough staff told us that informal meeting
notes were taken at these meetings, no formal
meeting minutes were prepared, as required
by the collective agreement. In addition, the
District should consider jointly developing terms
of reference governing the operations of the
committee. More structure and formalization
could increase the committee’s cffectivencess in
addressing workplace issues and the concerns of
both management and labour.

GRIEVANCES AND DISCIPLINE

146, The collective agreement outlined employce
discipline procedures and the District’s files
contained a small number of disciplinary letters.
Staff told us that employee discipline was generally
not considered to be an issue in the District.

147. The curk collective agreement outlined
procedures for grievances, including arbitration.
There was one
2013, relating to sick leave benefits. The file
documentation on this matter was complete.
However, two other grievance cases in 2012 were
not documented, and not indicating the subject
matters, although they were both withdrawn.

formal grievance case in



Overall, staff indicated a mixed level of awareness of HR policies and procedures
and a moderate level of awareness of code of conduct and the conflict of

interest policy.

The District should consistently maintain their
gricvance records to demonstrate appropriate
handling and settlement of grievance cases per
the collective agreement.

Recommendation 9

148. 'The District of Tofino should ensure grievance
records are maintained, including withdrawn
cases.

COMMUNICATIONS AND EMPLOYEE ENGAGEMENT
149, LEmployee engagement is important in
Tofino, to enhance the
attraction and retention. The District supports
employee engagement through formal initiatives
such as a Service Awards policy and annual
bonuses, a weekly ‘crew talk’ program, as well
as other informal activities including cvents

District’s employee

held to recognize employee efforts and promote
team building. Overall, staff told us that they
considered the District to be a positive and
respectful workplace.

150. The District did not consistently conduct
exit meetings with departing employees. Tofino
should consider conducting exit mectings with
all departing employces, as they can assist in
identifying opportunitics to improve operations
and services.

Recommendation 10

151, The District of Tofino should enhance
workplace health and wellness by:

» Reviewing the oHs policy and safety
procedures and revising as needed

» Increasing employee awareness of the
oHs policy and procedures through the
review process or a follow-up information
session

» Preparing terms of reference and
recording meeting minutes to formalize
the practices of its joint Labour
Management Committee

» Conducting exit interviews with all
departing employees

ETHICAL CONDUCT

152, The District has a set of policies to encourage
arespectful workplace, including a Code of Echics,
a Mutual Respect Policy against discrimination, a
Whistleblower Policy and a Workplace Bullying
and Harassment Policy. Overall, staff indicated
a mixed level of awareness of uRr policies and
procedures and a moderate level of awarencss of
code of conduct and the conflict of interest policy.

153, The Code of Ethics contains high-level
provisions for conflict of interest, requiring
employees to disclose any potential conflict to
the District. However, it does not provide more
details, such as a definition, examples of conflict
of interest or disclosure procedures.

154. Employee awareness of conflict of interest
could be raised through the development of
a solid policy, an information session and an
annual review and acknowledgement by staff. In
addition, ethical conduct requirements should be
introduced to new employces as part of a new
corporate orientation program for the District.
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155. In addition, even though staff told us that
conflicts of interest were rare, the District should
establish procedures to centrally record all
incidents.

Recommendation 11

156. The District of Tofino should strengthen
its conflict of interest and employee conduct
management by:

» Introducing policy and employee
conduct requirements to new employees
as part of a new corporate orientation
program

» Elaborating the conflict of interest policy
and linking it to the whistleblower policy

* Raising employee awareness of conflict
of interest through an information
scssion and a regular review and
acknowledgement by staff

» Centrally documenting conflict of
interest incidents

HUMAN RESOURCE ADMINISTRATION
157, Our audit objective involved an assessment
of whether human resources planning and
management activities are supported by sound
human resources administration.

158. The audit criteria included key aspects of
human resource administration such as employee
policies and procedures that are comprehensive
and that set forth organizational standards for
all employees. Criteria also included a set of
relevant 1R data that is tracked and reported on,
and that can be used to assess the performance
of the organization’s HR practices, and the
administration of employee salaries and benefits.

AUDIT REPORT 2016/17

HUMAN RESOURCE POLICIES AND PROCEDURES

159. Human resource policies and procedures
help to communicate both expectations and
requirements for how things are done across
the organization. They set a standard and help
to ensure consistency in how employees are
managed and treated. They also help to ensure
compliance with health and safety legislation and
regulations.

lo0. We expect to sce effective HR policies and
procedures in Tofino that foster a healthy,
respectful workplace where staff is treated
fairly and with transparency. Key policies
and procedures include ethical standards and
conflict of interest, confidentiality, health and
safety, working conditions, attendance and lcave
management, staff compensation and overtime,
reimbursement of fees and expenses, training
and development, performance management,
termination, discipline and dispute mechanisms
and complaint resolution.

161. We also expect to see HR management policies
as a set of formal, written documents that are
easily accessible by management and employees.
Local  governments also  have collective
agreements that govern working relationships
between management and union employees.

162, The District has a set of Hr policies and
procedures covering key HR topics such as training
and development, occupational health and safety,
performance evaluation, code of ethics, and
a whistleblower policy. The District also has a
Mutual Respect Policy and a Workplace Bullying
and Harassment Policy. It has no recruitment
policy, compensation policy or policy for dispute
resolution. A process for dispute resolution can
eliminate ambiguity and inconsistency and can
minimize financial impacts.

163. Tofino’s HR policies are casily accessible to
staff through the District’s shared drive. These
policies were largely approved by Council and
signed by administrative staff to become effective.



Employee awareness and compliance with the policies are inconsistent across

the District.

There is no established process to review the
policies regularly and staff told us that they
consider some ur policies to be outdated. We
were advised that some policies may be reviewed
as related issues arise. To assist, the District could
consider the Local Government Management
Association’s Human Resource Toolkit for Local
Government Organizations, which contains some
70 draft versions of up-to-date policies.

lo4. As previously mentioned, policies and
procedures are not always part of employee
orientation in Tofino, since the orientation varics
by department in the absence of a corporate
orientation program. Employce awareness and
compliance with the policies are inconsistent
across the District.

Recommendation 12

165. The District of Tofino should enhance its
human resources-related policies and procedures

by:

» Addressing key gaps in HR policies and
procedures such as developing a dispute
resolution policy

» Establishing a process for the systematic
and timely review of policies and
procedures

HUMAN RESOURCES INFORMATION AND DATA

166, A human resources information system is
an information system used to acquire, store,
analyze and report Hr information to user groups
such as department heads across the organization.
We expect to see an HR information system in
Tofino that captures core ur data such as time
and attendance, payroll, benefits administration,
recruitment, training and HrR management.

167. We further expect to see core HR information
and results incorporated into District planning
to assist with activities such as budgeting,
forecasting, succession planning, training and
development. HR information and results should
be analyzed, prepared regularly and the results
should be reported to senior management and
elected officials on a regular basis.

168. Examples of both core and non-core human
resources statistics that can be used to support
human resources functions and that can inform
human resources strategies and decision-making
include:

» Basic workforce demographics

» Size of workforce and current trends

» Warkforce per capita ratios and trends

» Management to staff ratios

» Payroll, benefits and compensation data

» QOvertime utilization

» Turnover rates and patterns

» Time to hire

» Time, leave and attendance

» Training, learning and development

» Performance appraisal

» Injuries and WorkSafe BC records

» Grievances
169, The District currently uses the MUNIWARE
system for payroll, which enables staff to generate
basic information to assist in meeting their HR
management needs relating to compensation,
leave and overtime. However, there is limited

analysis and reporting of this information to
management or Council,

AUDITOR GENERAL FOR LOCAL GOVERNMENT



170. Tofino has controls in place to ensure the
accuracy of payroll and there were no complaints
from employees and no errors reported by the
District’s external financial auditors,

171. The District has backup support for payroll
and payroll procedures are formally documented
to assist with cross-training and knowledge
transfer.

172, Tofino has a standard process to set up a
profile for each new employee and to deactivate
the profile of each departing employee. The
District’s termination process focused on payroll
information and should add in terms to ensure
that a departing employee’s access is cancelled to
any corporate credit card, the District’s Intranet
or other information systems.

173. Staff told us that the District is behind on its
internal records management system and recently
hired a records management technician to develop
a records management program, including Hr
records. The process is expected to take up to
two years.

174, From 2011 to 2015, the total amount the
District spent on salaries and wages increased
by 22 per cent, which is about seven per cent
compounded annually, while the number of full-
time equivalent employcees increased from 23 to
24, OF 4.3 per cent, as shown in Exhibir 12.

Exhibit 12 — SALARIES AND WAGES 2011

$1,450,264

Salaries and Wages

Soutrce: District of Tofino Payroll Records
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$1,496,438

175. As shown in Exbibit 13, Tofino’s overtime
pay increased significantly in zor3, when the
District paid out a large amount of accumulated
overtime for a departing exempt employee. The
District reviewed its overtime pay policies after
that and the current exempt staff employment
agreement template contains terms restricting the
accumulation of overtime.

Exhibit 13 - OVERTIME PAY
: 7 IR 2012 2013 2014 015
Overtime Pay  $61,070  $90,443 __3_3115,_87? $51,035  $52.273

Source: District of Tofino Pavroll Records

HR REPORTING

170, Tofino’s cao provides Council with regular
verbal updates on HRr, covering key staffing
changes, shared services arrangements and the
collective bargaining progress. Staff told us
that councillors often requested more detailed
information for decision-making, particularly
on additional staffing requests. Staff does not
regularly report to Council on items such as
recruitment and turnover and HR performance
indicators have not been identified for regular
reporting.

%
2013 2014 2005  change
$1712087  $1639460  $1,770,111 2%



The District should consider enhancing its HR reporting to Council.

177. The District should consider enhancing its
HR reporting to Council. In addition to providing
more supporting details on additional staffing
requests such as adopting a business case format,
the District should carcfully select several
relevant Hr-related metrics that can be efficiently
collected and analyzed and do not consume
more time preparing than they are worth. The
District should regularly review the measures it
reports on to eliminate any that prove not to be
useful. In Tofino, HR reporting to Council could
include the following measures:

» Number of Fre’s

» Overtime utilization
» Sick leave usage

» Injury time loss

» Vacancies (by department, rcasons for
vacancies)

» Pending employee retirements

» Number of applicants in response to
job postings
» Time taken to hire

» Qutcomes of review of exempt staff
compensation

» Corporate training plan and any gaps in
mandatory certification requirements

» WorkSafe BC compliance reports

» Number of grievances and topics as
well as other labour relations issues such
as the results of employee engagement
surveys

Recommendation 13

178. ‘The District of ‘Tofino should enhance
its HR decision-making by identifying a sct of
performance indicators for regular HR reporting
to senior management and Council,

AUDITOR GENERAL FOR LOCAL GOVERNMENT



SUMMARY OF LOCAL GOVERNMENT COMMENTS

DISTRICT OF TOFINO - OFFICE OF THE MAYOR

P.O.Box 89, 121 3" Street, Tofino, B.C. VOR 2Z0
Telephone: 250.725.3229 | Fax: 250.725.3775 | Email: osborne@tofino.ca | Website: www.tofino.ca

DISTRICT OF TOFINO

March 21, 2017

Mr. Gordon Ruth

Auditor General for Local Government
201-10470 152" Street

Surrey BC V3R QY3

LGMA # 0530-01
Dear Mr. Ruth

On behalf of the District of Tofino, thank you for the opportunity to learn from the “Managing
the Inherent Risks of Limited Human Resources within Small Local Governments” audit, and the
opportunity to provide comments and feedback on your proposed audit report for the District
of Tofino.

The District of Tofino is committed to leading a responsible and effective community
government which is responsive to local needs and circumstances, acting as stewards of public
assets and the public trust, and proactively fostering the economic, social, cultural and
environmental well-being within our community. This includes responsible and effective human
resource management.

We appreciated the opportunity to meet with you and your team at the beginning of the audit
process, and we found the audit process to be efficient and courteously conducted. In
particular, it was respectful of the staff’s time and schedule.

Our Chief Administrative Officer and his management team have prepared the attached Action
Plan, which has been reviewed and endorsed by Tofino Council. The investment of staff and
elected official time into the audit process was more than returned through the audit results,
and our commitment to implement human resources practices and processes based on your
recommendations has been incorporated directly into the District of Tofino’s Corporate 2014-
2018 Strategic Plan.

Sincerely,

Josie Osborne
ayor

_ Ottice of the Mayor

AUDIT REPORT 2016/17



DISTRICT OF TOFINO ACTION PLAN

|
AGLG RECOMMENDATIONS |

Ay HR PLANNING

1. The District of Tofino should
enhance its overall approach to
workforce planning by:

i ® Moving to a greater focus on a
i three to five year window in future
workforce planning

¢ Developing defined service levels
to help inform workforce planning
and staffing levels

i ® Expanding budget project sheets
to include additional business case
clements

2. The District of Tofino should
address staff recruitment issues by:

* Developing a comprehensive

i recruitment policy thar addresses

i gaps in procedures and

i documentation practices

* Enhancing its hiring processes
by documenting and retaining
complete candidate document files
¢ Adding a hiring checklist to

. systemize the process of hiring new
employees and the collection of Hr
information

3. The District of Tofino should
ensure that all staff positions’ job
descriptions are dated and signed
by the Chief Administrative Officer.

4, The District of Tofino should
develop a formalized succession
plan and prioritize key roles and
mission-critical skills,

5. The District of Tofino should
ensure that its employment agree-
template is  periodically
reviewed by legal counsel.

ment

6. The District of Tofino should
develop a compensation policy for
exempt staff,

STEPS TAKEN

¢ Continue to focus on five-year
plus time horizon.

¢ Develop service standards as
identified in Strategic Plan,

¢ New template for budger project
sheets to be developed to account

for justification.

e Steering Committee for cao/
managers to be struck to oversee,
Consultant needed to develop.

* Records management plan
preparation underway including
policy for candidate files.

¢ To be included in recruitment
policy noted above.

CAO to review all job descriptions
with responsible manager, Provide
sign off.

cA0 to work with HR consultant to
initiate succession plan,

Initiated in February 2017 with
legal counsel.

Initiated in 2016. Review by
Council pending.

| RESOURCES NEEDED

None

Staff time, external
assistance

Time

Time/funding

No further resources
needed

| Time/funding

Time

Project funding/ cao
time, Consider LGMA
tool kit

No further resources

| needed

Funding to pay
market rate to exempt
employees

RESPONSIBLE

All departments

All departments
esp. Community
Sustainability &

Engineering/rw

Financial
Services

cao/Managers

Corporate
Services Div.

cao/Managers/

Consultant

CAO

CAO

CAO

CAO

TARGET DATE

Qr, 2018

Q4, 2017

Q3, 2017

Q2, 2017

‘ Underway

Q2, 2017

Q2, 2017

Q2, 2018

Completion
by @2, 2017

Q2, 2017
complete
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| AGLG RECOMMENDATIONS STEPS TAKEN RESQURCES NEEDED RESPONSIBLE TARGET DATE

4 HR PLANNING

7. The District of Tofino should
enhance employee training and
development by:

and certification records

| & HR MANAGEMENT

management review.

needed

Services Div,

i ® Developing and implementing an  ® Employee orientation program to  Funding for cao/Managers  Q3, 2018
i employee orientation program be developed. Online modules as development, and
preferred delivery method. regular updating,
* Considering a leadership * Cross-training is existing and Existing and
development program and more ongoing. Leadership development ongoing
cross-training of staff in high to continue to occur through
i demand service areas and where revised leadership dialogue
i backfilling is not readily available | program.
¢ Formulating a corporate training | ® Training nceds will continue to No further resources N/A N/A
plan be considered by each department  needed
manager, Opportunities for cross
departmental training will be
brought to managers’ meetings for
discussion.
¢ Centralizing employee training * To be included in records No further resources Corporate Q4, 2017

8. The District of Tofino should | ® Coaching approach to employee | cao time/ Consultant | cao Q3, 2017 &
take steps to review its performance | development to continue to | funding (2) ongoing
i appraisal programs and, if appro- . be encouraged as a means of
priate, revise as needed and then I ‘performance management’.
i consistently complete them on an | Develop coaching resources/
annual basis. | entourage coaching training.
| ® Leaders dialogue for managers to | cAo time CAO Q2, 2017
be revised to include reference to
Strategic Plan Objectives.
» Review and revise employee c¢A0 and manager time/  cAO Q2, 2017
performance appraisal format to consultant assistance
| remove scoring system. Focus on
employee development.
9. The District of Tofino should = Grievance records now maintained =~ None Corporate Complete

. ensure grievance records are main-
. tained, including withdrawn cases.

in personnel folders and in central

folder.

AUDIT REPORT 2016/17
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\ ‘
AGLG RECOMMENDATIONS | STEPS TAKEN | RESOURCES NEEDED RESPONSIBLE TARGET DATE
|

4 HR MANAGEMENT

1 10. The District of Tofino should
i enhance workplace health and
i wellness by:

* Reviewing the ous policy and

i safety procedures and revising as
i needed

| » Increasing employce awareness
i of the oHs policy and procedures
through the review process or a
follow-up information session

* Preparing rerms of reference

i and recording meeting minutes to
 formalize the practices of its joint
i Labour Management Committee

i » Conducting exit interviews with
all departing employees

i 11, The District of Tofino should

strengthen its conflict of interest
- and employee conduct management
by:

* Introducing policy and employee
conduct requirements to new
i employees as part of a new
: corporate orientation program

i o Centrally documenting conflict of
interest incidents

* Elaborating the conflict of
interest policy and linking it to the
whistleblower policy

i » Raising employee awareness

i of conflict of interest through an

! information session and a regular
review and acknowledgement by

* ons Committee to review.
Recommendations to managers.

* oHs crew talks to continue
regarding significant OHS issues.
Employee orientation (to be

developed (Recommendation #7) to

include ons orientation.

* JLMC to develop terms of
reference. Meeting minutes to be
kept.

* Exit interview process to be
developed in conjunction with
recruitment policy,

* Employee orientation program
to be developed and to include
employee conduct expectations.

* Employee conflict of interest
to be documented in individual
personnel files. Other locations
to be reviewed through records
management progam,

» Conlflict of interest and
whistleblower policy to be
reviewed.,

» Policy training to be undertaken.

OHX&S time OH&S
committee

None Staff time

Staff rime jLmc, Corporate
Services

Consultant time, staff CAO

time

Consultant funding, CAO
CAO time

Finance-corporate CAO

services time

cao/Legal counsel time | cAo

cao/Consultant time CAO

Q3,2017

Immediate

Immediate

Q3, 2017

Q2, 2018

Q3, 2017

Q2, 2017

Qi1, 2018
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f AGLG RECOMMENDATIONS

4 HR ADMINISTRATION

12. The District of Tofine should
enhance its human resource-related
policies and procedures by:

* Addressing key gaps in HR
policies and procedures such as
developing a dispute resolution
policy

¢ Establishing a process for the
systematic and timely review of
policies and procedures

STEPS TAKEN

» Have policies reviewed by Hr

consultant for identification of
gaps.

* Establish policy review process

| for all District policies.

13. The District of Tofino should

enhance its HR decision-making by
identifying a set of performance
indicators for regular Hr reporting
to senior management and Council,

| included in “Leaders’ Dialogue” to
assist managers in meeting goals.

Using the District of Tofino
Strategic Plan:

* cao and Council to consider a
performance indicator related to
cAO performance review.

® Performance indicators to be

RESOURCES NEEDED

¢A0 and consultant time

Staff time

CAO time

| cAO time

RESPONSIBLE

CAO

cAo/corporate
services

Council/cao/
Manager

cAao/Manager

Q4, 2017

TARGET DATE

Q1, 2018

QI, 2018

QI, 2018
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AGLG CONTACT INFORMATION

W Q@
& \ 1]
N

The acLG welcomes your feedback and comments.
Contact us clectronically using our website at
wiwvw.aglg.ca or email info@aglg.ca to share your
questions or comments,

You may also contact us by telephone, fax or mail:

PHONE: 604-930-7100
FAX: 604-930-7128
MAIL: 210-10470 152 STREET SURREY BC V3R 0Y3
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